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Summary 
 
As there is a need to uplift the public sector in Sri Lanka due to negative impressions of 
the public. Also there is an argument that government employees are less motivated. Together with 
motivation government employees’ performance should also be considered. To get a favorable 
output leaders are playing a vital role in any organization. The major purpose of this is, therefore, to 
  
 
 
 
 
 
 
 
ii 
 
examine the relationships among leaders’ transformational leadership, subordinates’ motivation, 
and performance. Specifically, the goal can be subdivided into four parts. First is to establish the 
direct relationship between leaders’ transformational leadership (rated by leaders as well as 
subordinates) and subordinates’ motivation. Second is to demonstrate the relationship between 
leaders’ motivation and subordinate’s motivation to see the degree of “motivational contagion”. 
Third is to elucidate the relationship between subordinates’ motivation and performance. The last is 
to examine the relationship between leaders’ transformational leadership (rated by leaders and by 
subordinates) and subordinates’ multiple work-role performance rated by immediate leaders. 
 
To achieve these goals, I have administered a questionnaire survey targeting for both 
subordinates and their immediate leaders working for the District Secretariat Hambantota, Sri 
Lanka. The District Secretariat Hambantota is a public sector organization located in southern part 
of the country. To collect data I have distributed four types of questionnaires: (1) Attitudinal and 
Behavioral Questionnaires (Subordinate's Self-Rating Form), (2) Leadership Questionnaires for 
Subordinates (Subordinate-Rating Form), (3) Performance Questionnaires for Leaders 
(Leader-Rating Form), (4) Leadership Questionnaires for Leaders (Leader-Rating Form). On the 
whole, 155 subordinates and 18 immediate leaders completed and returned their questionnaires. 
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The response rate for subordinates was 77.5% while response rate for leaders was 90%. 
 
Key findings from regression analyses can be summarized below. First, the results 
confirmed a relationship between transformational leadership and subordinates work attitudes. 
However, there were both positive and negative relationships depending on the dimensions of 
transformational leadership. Specifically, inspirational motivation (self-rated by leaders) is 
negatively and significantly related to subordinate’s job satisfaction, while leader’s individual 
consideration (rated by subordinates) has significant and positive effects on subordinate’s intrinsic 
motivation and job satisfaction. Second, I have found out that leaders’ transformational leadership 
is significant and positively related to subordinates’ work performance. Especially idealized 
influence self-rated by leaders has significant and positive relationships with subordinates’ work 
performance. Except leaders’ intrinsic motivation, other two work attitudes (extrinsic motivation 
and job satisfaction) have significant relations with subordinates’ work attitudes as well as 
subordinates’ in-role and innovative-role job performance. Third, contrary to my hypothesis, I 
could not find any relationship between subordinates’ work attitudes and subordinates’ work 
performance. Findings were used to discuss how government sector organizations in Sri Lanka 
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develop effective leaders and highly motivated subordinates in an effective manner. Implications 
for the county’s training institutes are also highlighted. 
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CHAPTER 1. INTRODUCTION 
 
Section 1. BACKGROUND 
 
1.1.1.  Introduction of Sri Lanka 
Sri Lanka is a beautiful Island situated in the Indian Ocean. Island covers 65,610 square 
kilometers with most extreme length of 432 kilometers and greatest width of 224 kilometers. It has 
encompassing 1,700 kilometers of aggregate coastline, which are extremely alluring for travelers. 
The nation has a tropical atmosphere consistently and no regular changes, for example, winter or 
autumn sessions. Sri Lanka known as heaven of Indian Ocean since rich of regular occupies and 
differences of environment. Likewise Ceylon is another renowned name utilized until 1972. 
Authoritatively, Democratic Socialist Republic of Sri Lanka is a republic and unitary state, 
administered by a semi-presidential framework, which is blend of presidential framework and 
parliamentary framework. Leader of the administration and head of the nation is President. 
Fundamental dialect is Sinhala while official languages are Sinhala and Tamil. Larger parts of 
natives communicate in English as the connection language. The nation is a multi-religious and the 
primary religious is Buddhist. Tamil, Islam and Christianity are predominant individually. Sri 
Lanka has a rich culture more than 2500 years which impacted principally Buddhism and Hinduism. 
The nation is horticultural-based and well-known for black tea, rubber, coconut and cinnamon. 
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Ceylon tea is exceptionally popular all around the globe. Other primary financial parts are textile, 
tourism, gems and mining. Sri Lanka has transitioned to advertise situated economy. As indicated 
by the recent annual report issued by Finance Ministry of Sri Lanka (2015). The gross domestic 
product (GDP) in Sri Lanka was worth 82.3 billion US dollars in 2015 and per capita GDP was 
3,925 US dollars. Populace of the nation is 20.8 million while 1.2 million engaged in public sector 
employments. Life expectancy rate is 75.7% at birth of both genders. Furthermore, adult’s 
education rate is 92.6% while proficiency rate of youth is 98.8%, which is extremely high 
compared to the region. Education from the grade one to undergraduate- level of university 
education is absolutely free for all. Furthermore school course books, uniforms and lunch for the 
students given free by government. Further vocational training led by government specialized 
compositions is also free. Sri Lankan government provides free health service for its every citizen. 
Sri Lanka is in the 73rd position with 0.757 of human development index (HDI) as indicated by the 
2015 assessment which is a noteworthy position in South Asia.  
 
 
1.1.2. Government Structure of Sri Lanka 
The central government is the main governing body with several ministries. As a result of 
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decentralization, Sri Lanka has been divided in to nine provinces. There are provincial ministries to 
handle provincial level problems. Also the country has 25 districts and administrated by district 
secretariat. District secretary / government agent is the main government officer for the district. (I 
have selected Hambantota district secretariat as sample of my research). And, each district 
subdivided into divisional secretariats, totally 313 all over the country. ‘Grama niladari’ division is 
the smallest administrative area among all the divisional secretariats in Sri Lanka. At the same time 
there are political authorities, such as municipal councils, urban council and ‘pradesiya sabha’.          
 
 
1.1.3. Importance of Government Service/ Public sector   
Sri Lanka is rapidly developing during these decades. When considering on development 
of Sri Lanka, private sector act as engine of the growth while public sector is being guided this 
growth engine. Also, public sector has to manage the development of the country by forming 
regulations and delivering services. Therefore, there is a need of strong and productive public 
sector for the ongoing rapid development of the country. Also in Sri Lanka, most of the services are 
done by public sector. From issuing birth certificate to death certificate and other services for daily 
life needs, each and every civilian should contact a public sector organization. If the service is done 
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very lethargically or slowly, it should be directly and negatively influence the country’s 
development. For example, when a citizen who contributes to GDP of the country needs to get 
things done by a public office, if he/ she has to spend hours in the public office, the effective 
contribution to the GDP is reducing accordingly. This is just a case of a single person-: but when it 
applies to the entire populations in the country, it will be a great loss of the country’s GDP. 
Therefore, more effective actions should be taken to strengthen the public sector 
 
  
Section 2.  PURPOSE OF THE STUDY 
 
Employees in public service jobs are often exposed to extensive negative feedback (Lee 
and Ashforth 1996). Many claim that employees in public sector in Sri Lanka are less motivated.  
Therefore, there is a need to strengthen the human aspects of organizations, particularly the 
motivational area. When considering basic functions of human resource management (HRM), not 
only the issue of employee motivation but also the employee performance are necessary to look at. 
As regards the motivation, I have adopted the concepts of both external and internal motivation as 
well as job satisfaction. I assume that these motivational factors of an employee should be strongly 
affected by the leaders’ behavior. In addition, I introduce in this thesis, the concept of multiple 
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work-role performance to capture the diverse areas of human performance in the organizations. 
Multiple work-roles include in-role job performance, innovative–role job performance and 
team-role job performance (Welborne et al. 1997). This is particularly important in the government 
organizations in Sri Lanka, as many public sector divisions require various role performance for 
their employees in response to the increasing job demands caused by the recent challenge of 
organizational reform initiated by the Sri Lankan central government, identifying what factors in 
the workplace enhance different foci of employee performance would serve as a useful reference 
for managers and organizational policy makers to promote performance management in the 
country’s public sector. Although these employees-level issues (i.e. motivation and performance) 
are the major challenge in Sri Lankan public sector, the role of leaders are negligible given the 
general assumption that leaders should shape subordinate’s attitudes and behaviors. Leadership 
development thus plays a vital role in the overall organizational effectiveness and development. In 
this study, I focus on the concept of transformational leadership. According to Bass (1985) further 
developed Bums (1978) theory in which transformational leadership is based on leader behavior 
going beyond exchanging incentives for desired accomplishments. This is accomplished through 
developing, intellectually stimulating, and inspiring followers to exceed their own self-interests 
(Bass, 1990). As explained above, the Sri Lankan government has been undertaking the 
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organizational reform in the public sector in order to increase more efficiency and effectiveness. 
Service quality enhancement for its citizens is another important area that requires further 
improvements through organizational transformation in the public sector. As such, leaders in any 
organization in Sri Lankan public sector are expected to initiate and encourage changes in 
organizations and to inspire their strong work motivation within the organizations. Therefore, this 
thesis will look at leader’s engagement in “transformational” leadership and its influence on 
subordinates’ motivation and performance. Consequently, the major purpose of this thesis is to 
examine the relationships among leaders’ transformational leadership, subordinates’ motivation, 
and performance. Specifically, the goal can be subdivided into four parts. First is to establish the 
direct relationship between leaders’ transformational leadership (rated by leaders as well as 
subordinates) and subordinates’ motivation. Second is to demonstrate the relationship between 
leaders’ motivation and subordinate’s motivation to see the degree of “motivational contagion”. 
Third is to elucidate the relationship between subordinates’ motivation and performance. The last is 
to examine the relationship between leaders’ transformational leadership (rated by leaders and by 
subordinates) and subordinates’ multiple work-role performance rated by immediate leaders. The 
major contribution of this thesis study is twofold. First, basically speaking, empirical research in 
the area of organizational behavior is rare in Sri Lanka, and there is a lack of evidence regarding the 
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relationships among leaders’ transformational leadership, subordinates’ motivation and 
performance. This is particularly true in the public sector in Sri Lanka. Thus, the finding of this 
thesis will serve as an initial step to introduce the evidence-based management in the country’s 
public sector, particularly in employee motivation and performance management. Second, 
although ample evidence has been accumulated regarding the impact of transformational leadership 
on employee outcomes outside Sri Lanka, few have examined its impact of subordinates’ multiple 
work-role performance, including in-role job performance, innovative-role job performance and 
team-role job performance. Traditionally, employee performance in narrowly defined- performance 
that is specified in one’s job description. However, as many organizations, employees are required 
to work in team context and/ or to engage in more creative/ innovative work initiatives. Thus, 
delineating the link between leaders’ transformational leadership and subordinates’ multiple 
work-role performance will provide better understanding as to how complex organizations can 
increase different aspects of employee performance though transformational leaders. 
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CHAPTER 2. LITRETURE REVIEW AND HYPOTHESIS 
 
 
Section 1. LITRETURE REVIEW 
This thesis applies the four concepts-: i.e. transformational leadership, subordinates’ 
work attitudes, leaders’ work attitudes and subordinates’ job performance. In this section, I will 
define and explain these concepts in detail and conduct literature surveys for each concept.  
 
  
2.1.1. Transformational Leadership (TL)  
Jolson, Dubinsky, Yammarino, and Comer (1993) characterized leadership as the capacity 
to impact the execution of supporters and to move adherents to finish a specific objective in 
dynamic and unconstrained state of mind. Doyle and Smith (1999) called attention to the fourth era 
and the most overhauled leadership theory is the transformational leadership theory. As per Burns 
(1978) who gives one of the principal clear meaning of transformational leadership, leadership 
movement follows in maybe a couple ways; either transformational or transactional. Transactional 
leadership is demonstrated on equity and bureaucratic power inside the organization. Regardless of 
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that, Burns portrayed transformational leadership as a way that thought processes supporters by 
engaging higher goals and good values. Transformational leaders ought to have a capacity to 
portray a persuasive vision for the association. Along these lines, Bass and Avolio (Bass, 1985; 
Bass, 1990; Bass and Avolio, 1994) have built up a hypothesis of transformational leadership which 
is conclusion and expansion of prior speculations created by Burns (1978), Bennis and Nanus 
(1985), Tichy and Devanna (1986) and others. In this manner, Bass and Avolio (1994) clarified four 
measurements, ''four I's'' of transformational leadership, idealized influence, inspirational 
motivation, intellectual stimulation and individual consideration. The first element was idealized 
influence; leader ought to be a perfect model to supporters, this result to pick up trust, admiration 
and energy about subordinates. Additionally it represents, risk sharing as a part of leadership, and 
thought of subordinate’s needs over individual needs. Inspirational motivation is the second 
measurement, discusses leaders’ capacity to motive and inspire subordinates. It incorporates 
articulate practices, clear reckoning and express responsibility to general authoritative objective. 
Team spirit is also considered in this construct. Intellectual stimulation, which is the third 
measurement, depicts the leaders’ capacity to get imaginative and creative thoughts from 
subordinates. Leaders emphasizing this approach sometimes urge subordinates to perform well. 
Bass (1985) additionally contended that intellectual stimulation was the most critical factor when 
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organizations face the condition of instability or the stress for development. Individual 
consideration is the fourth measurement that represents leaders' thought towards subordinates. 
Leaders emphasizing individual consideration care about each subordinate’s singular needs and 
sentiments, which help raise the performance of subordinates. As a survey tool, most well-known 
and accepted measure should be the Multifactor Leadership Questionnaires (MLQ) of Avolio and 
Bass (2004).  MLQ comprises both transactional and transformational leaderships, job satisfaction, 
effectiveness and extra effort evaluation questions, and twenty questions are the ones that assess 
transformational leadership. The unique aspect of MLQ is that it can be assessed both from leaders 
and subordinates. Hinkin and Tracey (1994) and Yammarino and Dubinsky (1994) argue that the 
four-subdivided MLQ constructs can be grouped into a single global measure of transformational 
leadership. This is because they found there was a high correlations among four sub constructs, 
which constitutes a higher order factor..  
 
 
2.1.2. Extrinsic Motivation (ExM)  
Motivation is an umbrella idea that catches the mental powers that coordinate, stimulate, 
and look after activity (Grant, 2008). It’s a challenge for public sector leaders motivate their 
subordinates for better performance. Extrinsic motivation is a move made by someone else, 
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typically includes a motivator or suspicion of rewards. Cash, rewards, advancement, credit are 
extrinsic motivational factors. Therefore, extrinsic motivation is guaranteed when some outside 
objective or remotely forced requirement is met (Ryan and Deci, 2000). Specifically, little research 
has examined the role that job characteristics and work environments play in cultivating public 
service motivation (Perry 2000). I have attempted to discover a relationship among subordinate's 
extrinsic motivation, leaders’ transformational leadership and leaders’ extrinsic motivation. For 
measure leaders’ and additionally subordinates’ extrinsic motivation, I have adopted questions from 
related literature review. (Burgess, 2001; Strauss, 1987) Two factor theory of Herzberg (1959) 
proposed, two factors impact work motivation. To start with variable, hygiene factors (extrinsic 
components) mostly centered on the event of occupation disappoints, for example, working 
condition, pay, authoritative approaches, employer stability and association with other. At the point 
when hygiene factors are frail, any work is disappointing. In any case, when hygiene factors are 
solid, these elements will not make individuals turn out to be exceptionally fulfilled and roused. 
Motivators (Intrinsic factors) the second factor, was found to influence job satisfaction. The 
motivators concentrated on the high level needs, for example, achievement, obligation, 
thankfulness and prospect for improvement. This theory asserted people see higher motivation and 
satisfaction when motivators are solid. Oppositely, people will see disappointment when the 
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motivators are powerless. In this way, a leader's obligation is to take out the disappoints, as well as 
to improve the motivators to drive workers toward better achievement and higher fulfillment. 
Gibson et al. (1997) contended the issues of this theory by noting that each individual was 
indistinguishable in needs, and there is an absence of exact quantitative standard,  
 
 
2.1.3. Intrinsic Motivation (InM)  
Inherent inspiration is characterized as the natural property of a person to seek after a 
movement or search out ideal difficulties in light of one's advantage and individual ability to do as 
such (Ryan and Deci, 2000). Intrinsic motivation has been characterized as the initiation or 
empowerment of objective arranged conduct inside a person because of interior components inside 
a man as opposed due to some outside variables following up on the individual (Deci and Ryan, 
1985). Intrinsic motivation is self-allowed and comes when something is important or gives feeling 
of reason, as cases we can consider job satisfaction, competency (by the inborn need to enhance 
one's self by picking up ability through experience), individual development, accomplishment, 
interest, self-sufficiency (by empowering strengthening) and pride. To measure subordinates’ and 
leaders’ intrinsic motivation, I have adopted three questions from Michigan Organizational 
  
 
 
 
 
 
 
 
- 13 - 
 
Assessment Questionnaires (OQA), (Cammann, Fichman., Jenkins, and Klesh 1979). In contrast to 
extrinsic motivation, intrinsic motivation is adding more values to the organization. Employees 
who intrinsically motivated attempts to the organization without considering additional rewards. In 
spite of the fact that it is verifiable that all types of extraneous control can lift the degree of  
motivation, the unfavorable impacts of extrinsic motivation are likewise various, particularly its 
capability to swarm out intrinsic motivation that is basic to mental prosperity (Frey, 2001).  
 
 
2.1.4. Job Satisfaction (JS)  
Theoretical meaning of job satisfaction has been depicted as the employees’ sensations 
from the occupation or enthusiastic response toward their employment. In view of the different 
aspects of the occupation, representative will encounter diverse scopes of positive or negative 
employment fulfillment from their occupation (George and Jones, 1999). Job satisfaction is an 
essential employment trademark in public sector. Higher the job satisfaction brings down the turn 
over. George and Jones (1999) brought up job satisfaction was a standout amongst the most critical 
work mentalities in hierarchical conduct with the possibility to impact an extensive variety of 
practices in organization. Durst and De Santis (1997) guaranteed job satisfaction was a 
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consequence of a wide range of variables affecting specialists. Fair studies demonstrated 
demographic components, age, gender, race, and training, significantly affect job satisfaction. For 
instance, elder workers are more likely to be satisfied than more youthful specialists (Devaney and 
Chen, 2003). As per Coomber and Barriball (2007) job satisfaction results in higher efficiency, 
authoritative obligation and physical and emotional wellness. Henceforth, a worker has a tendency 
to have a superior disposition and in addition take in extra aptitudes, in this manner advancing job 
performance. To measure subordinates and additionally leaders’ job satisfaction I utilized three 
questions. These measurements created as a piece of Michigan Organizational Assessment 
Questionnaires (OAQ) by Cammann, Fichman, Jenkins, and Klesh (1983).  
 
 
2.1.5. In-Role Job Performance (In RJP)  
I have considered in-role (role based) job performance in this variable. Murphy and 
Cleveland (1995) have underscored the utility of job performance as a marker of organizational 
effectiveness. The nature of organizational decisions, training and development, worker 
responsibility and satisfaction, and solid proposition for faculty choices pivot upon well create 
measure of job performance. On one hand, according to Niehoff and Moorman (1993) , Pare and 
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Tremblay ( 2007), if employees see the results of their assessments to be reasonable or see the 
procedure by which result designation choices are made to be reasonable, they will be liable to 
respond by performing practices to advantage their organization that go past the in-role 
performance of their occupations. Then again, Ang et al (2003) contended that, if workers trust the 
organization is unjustifiable, they may react in an assortment of structures, for instance, by 
diminishing their level of performance with an end goal to reestablish individual sentiments of 
equity. To measure in-role job performance of subordinates’ I used the Role-Based Performance 
Scale of Welborne et al's (1997). 
 
 
2.1.6. Innovative-Role Job Performance (IvRJP)  
For the dependability and advancement of the organization, innovative-role job 
performance of employees is crucial. As indicated by Kanter (1988) and Ven 1986) innovation 
needs to do with a generation or appropriation of helpful thoughts and thought usage. Schein (1980) 
contended that if firms mean to stay aggressive in a mind boggling and evolving environment, they 
should have workers who are inventive for the benefit of the whole organization, not only 
innovative in one's employment. This demonstrates employees need to act in a creative path, past 
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the conventional sense where employments require item improvement abilities, and perform 
trend-setter "role" which add to the adequacy and versatility of the organization overall 
(Shein,1970; 1980; Van and Schein, 1979). Numerous organizations give remuneration impetuses, 
for example, gainsharing and money rewards for recommendations, which advance this 
entrepreneurial sort part. In addition, the trend-setter part is critical in both extensive and littler 
associations (Gomez-Mejia and Balkin, 1992). To measure innovative-role job performance of 
subordinates’ I have utilized four inquiries under the "innovative" segment of the Role-Based 
Performance Scale of Welborne et al's (1997).  
 
 
2.1.7. Team-Role Job Performance (TRJP)  
Satisfying in as a team expands individual in addition to organizational performance. 
Acknowledgment of the significance of the colleague part and also the utilization of teams in 
organizations has expanded just throughout the last several years (Stevens and Campion, 1994). In 
fact, a significant number of the new performance models have included teamwork as an 
imperative segment (Borman and Motowidlo, 1997; Campbell, 1990). To gauge team-role job 
performance of subordinates I have utilized the Role-Based Performance Scale of Welborne et al's 
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(1997).  
 
 
Section 2. HYPOTHESIS 
 
2.2.1 Conceptual Framework  
As indicated by past literature, I have built up a conceptual framework for the model. I 
assume that transformational leadership has a positive relationship to subordinates’ work attitudes 
and also subordinates’ work performance. Additionally leaders’ work attitudes are positively related 
to subordinates’ work attitudes and also subordinates’ work performance. Eventually subordinates’ 
motivation has a positive relationship to subordinates’ performance. Figure.1 demonstrates the 
conceptual framework. 
 
 
 
 
 
 
Subordinates’ 
work attitude 
Transformational 
Leadership 
Leaders’ work 
attitudes 
Subordinates’ 
work 
Performance 
In RJP 
IvRJP 
TmRJP 
IDI-L 
ISM-L 
INS-L 
INC-L 
ExM-
InM-L 
JS-L 
Figure 1. Conceptual Framework 
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2.2.2. Relationship between leaders’ transformational leadership and subordinates’ 
 work attitudes  
Researchers have argued that motivational elements can include fiscal and non-money 
related concerns. A few employees have essentially reasoned that cash is the essential helper of 
work engagement and have, along these lines, organized their pay and compensate frameworks 
around financial concerns (Nelson, 2001). Nonetheless, more consideration is being paid to the 
kind of initiative that is given and its impact on motivating employees Campbell (2000), Drucker 
(1974) recommended that the fundamental elements of management are to make specialists gainful 
and guarantee that employees accomplish their objectives. Subsequently, leadership is a vital 
component in the motivational procedure. As per Masi and Cooke (2000) there was a remarkable 
relationship between transformational leadership and motivation. According to Maslow (1954), 
transformational leaders appeal to the individual goals of their subordinates and this stimulates 
higher levels of motivation. Fuller, Morrison, Jones, Bridger and Brown (1999) asserted the 
impacts of mental strengthening on transformational leadership and employment satisfaction; they 
discovered mental strengthening directed the relationship between a portion of the measurements of 
transformational leadership and job satisfaction. In this research I considered relations of every sub 
measurements (idealized influence (IDI), inspirational motivation (ISM), intellectual stimulation 
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(INS) and individual consideration (INC)) of transformational leadership with subordinates’ work 
attitudes. Additionally I separated those four measurements as leaders’ self-rating and subordinates’ 
rate their leaders. With the help of previous literature, and the conceptual framework I have created 
following hypotheses,  
Hypothesis 1a (H1a) Idealized influence rated by leaders is significantly and 
positively related to subordinates’ intrinsic motivation 
Hypothesis1b (H1b) Idealized influence rated by leaders is significantly and 
positively related to subordinates’ job satisfaction. 
Hypothesis 1c (H1c) Inspirational motivation rated by leaders is significantly 
and positively related to subordinates’ intrinsic motivation 
Hypothesis 1d (H1d) Inspiration motivation rated by leaders is significantly and 
positively related to subordinates’ job satisfaction.  
Hypothesis 1e (H1e) Intellectual stimulation rated by leaders is significantly and 
positively related to subordinates’ intrinsic motivation 
Hypothesis1f (H1f)  Intellectual stimulation rated by leaders is significantly and  
positively related to subordinates’ job satisfaction 
Hypothesis 1g (H1g) Individual consideration rated by leaders is significantly  
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    and positively related to subordinates’ extrinsic motivation. 
Hypothesis 1h (H1h) Individual consideration rated by leaders is significantly 
and positively related to subordinates’ intrinsic motivation. 
Hypothesis 1i (H1i)  Individual consideration rated by leaders is significantly 
and positively related to subordinates’ job satisfaction 
Hypothesis 1j (H1j) Idealized influence rated by subordinates is significantly 
and positively related to subordinates’ intrinsic motivation 
Hypothesis 1k (H1k) Idealized influence rated by subordinates is significantly 
and positively related to subordinates’ job satisfaction 
Hypothesis 1l (H1l) Inspirational motivation rated by subordinates is 
significantly and positively related to subordinates’ 
intrinsic motivation 
Hypothesis 1m (H1m) Inspirational motivation rated by subordinates is 
significantly and positively related to subordinates’ job 
satisfaction 
Hypothesis 1n (H1n) Intellectual stimulation rated by subordinates is 
significantly and positively related to subordinates’ 
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intrinsic motivation 
Hypothesis 1o (H1o) Intellectual stimulation rated by subordinates is 
significantly and positively related to subordinates’ job 
satisfaction 
Hypothesis 1p (H1p) Individual consideration rated by subordinates is 
significantly and positively related to subordinates’ 
intrinsic motivation.  
Hypothesis 1q (H1q) Individual consideration rated by subordinates is 
significantly and positively related to subordinate's job 
satisfaction.  
 
 
2.2.3. Relationship between leaders work attitudes and subordinates work 
attitudes.  
Work motivation might be characterized as the individual's readiness to apply elevated 
amounts of exertion toward authoritative objectives, molded by the individuals’ capacity to fulfill 
some need (Robbins, 2003). The two-factor theory of motivation (Herzberg, 1966, referred to in 
Kanungo, 1979) recognizes intrinsic motivation (e.g. acknowledgment, obligation, independence, 
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capacity usage, and so forth.) and extrinsic motivation (e.g. compensation, working conditions, 
advancement, glory, and so forth.) which might be connected to work satisfaction and 
dissatisfaction. The theory further proposes that natural elements are motivations while extrinsic 
(hygiene) factors are vital however don't as a matter of course rouse workers (Hennessey and 
Amabile, 2005). According to previous literature, and conceptual frame work, I have reviewed 
whether there is a relationship between leaders’ work attitudes and subordinate’s work attitudes. 
Following hypotheses were developed. 
Hypothesis 2a (H2a) Leaders’ extrinsic motivation is significantly and positively 
related to subordinates’ extrinsic motivation. 
Hypothesis 2b (H2b) Leaders’ extrinsic motivation is significantly and positively 
related to subordinates’ intrinsic motivation. 
Hypothesis 2c (H2c) Leaders’ extrinsic motivation is significantly and positively 
related to subordinates’ job satisfaction 
Hypothesis 2d (H2d) Leaders’ intrinsic motivation is significantly and positively 
related to subordinates’ extrinsic motivation. 
Hypothesis 2e (H2e) Leaders’ intrinsic motivation is significantly and positively 
related to subordinates’ intrinsic motivation. 
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Hypothesis 2f (H2f) Leaders’ intrinsic motivation is significantly and positively 
related to subordinates’ job satisfaction. 
Hypothesis 2g (H2g) Leaders’ job satisfaction is significantly and positively 
related to subordinates’ extrinsic motivation. 
Hypothesis 2h (H2h) Leaders’ job satisfaction is significantly and positively 
related to subordinates’ intrinsic motivation. 
Hypothesis 2i (H2i) Leaders’ job satisfaction is significantly and positively 
related to subordinates’ job satisfaction 
 
 
2.2.4. Connection between leaders’ transformational leadership and subordinates’ 
work performance.  
Ohman, K. (2000) examined critical care managers to decide the impact of both 
transformational and transactional leadership styles. It was demonstrated that improving 
transformational leadership advances better occupation performance. In this segment I have created 
hypotheses according to previous literature and conceptual frame work 
Hypothesis 3a (H3a) Inspirational motivation self-rated by leaders is 
significantly and positively related to team-role job 
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performance of subordinates 
Hypothesis 3b (H3b)  Intellectual stimulation self-rated by leaders is significantly 
and positively related to innovative-role job performance of 
subordinates. 
Hypothesis 3c (H3c)  Individual consideration self-rated by leaders is 
significantly and positively related to in-role job 
performance of subordinates. 
Hypothesis 3d (H3d)  Individual consideration self-rated by leaders is 
significantly and positively related to innovative-role job 
performance of subordinates. 
Hypothesis 3e (H3e) Inspirational motivation rated by subordinates is 
significantly and positively related to team-role job 
performance of subordinates 
Hypothesis 3f (H3f)  Intellectual stimulation rated by subordinates is 
significantly and positively related to innovative-role job 
performance of subordinates. 
Hypothesis 3g (H3g)  Individual consideration rated by subordinates is 
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significantly and positively related to in-role job 
performance of subordinates. 
 
 
2.2.5. Link between leader's work attitudes and subordinates work performance   
The relationship between leaders’ work attitudes and subordinates’ job performance were 
considered. Following hypotheses were developed according to previous literature and conceptual 
frame work. 
Hypothesis 4a (H4a) Leaders’ extrinsic motivation is significantly and positively 
related to subordinates’ in-role job performance  
Hypothesis 4b (H4b) Leader’s extrinsic motivation is significantly and positively 
related to subordinate’s innovative-role job performance 
Hypothesis 4c (H4c) Leader’s extrinsic motivation is significantly and positively 
related to subordinate’s team-role job performance 
Hypothesis 4d (H4d) Leader’s intrinsic motivation is significantly and positively 
related to subordinate’s in-role job performance 
Hypothesis 4e (H4e) Leader’s intrinsic motivation is significantly and positively 
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related to subordinate’s innovative-role job performance 
Hypothesis 4f (H4f) Leader’s intrinsic motivation is significantly and positively 
related to subordinate’s team-role job performance 
Hypothesis 4g (H4g) Leader’s job satisfaction is significantly and positively 
related to subordinate’s in-role job performance 
Hypothesis 4h (H4h) Leader’s job satisfaction is significantly and positively 
related to subordinate’s innovative-role job performance 
Hypothesis 4i (H4i) Leader’s job satisfaction is significantly and positively 
related to subordinate’s team-role job performance 
 
 
 
2.2.6. Link between subordinates work attitudes and subordinates work 
performance  
I have developed hypotheses based on previous literature and conceptual frame to inspect 
the relationship between subordinates’ work attitudes and subordinates work performance  
Hypothesis 5a (5a) subordinates’ extrinsic motivation is significantly and 
positively related to subordinate’s in-role job performance 
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Hypothesis 5b (5b) subordinates’ intrinsic motivation is significantly and 
positively related to subordinate’s in-role job performance 
Hypothesis 5c (5c) subordinates’ job satisfaction is significantly and positively 
related to subordinate’s in-role job performance 
Hypothesis 5d (5d ) subordinates’ extrinsic motivation is significantly and 
positively related to subordinate’s innovative-role job performance 
Hypothesis 5e (5e) subordinates’ intrinsic motivation is significantly and 
positively related to subordinate’s innovative-role job 
performance 
Hypothesis 5f (5f) subordinates’ job satisfaction is significantly and positively 
related to subordinate’s innovative-role job performance 
Hypothesis 5g (54g) subordinates’ extrinsic motivation is significantly and 
positively related to subordinate’s team-role job 
performance 
Hypothesis 5h (5h) subordinates’ intrinsic motivation is significantly and 
positively related to subordinate’s team -role job 
performance 
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Hypothesis 5i (5i) subordinates’ job satisfaction is significantly and positively 
related to subordinate’s team-role job performance 
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CHAPTER 3. METHODOLOGY 
 
 
Section 1. SAMPLING PROCEDURE 
To test the aforementioned hypotheses, I have administered a questionnaire survey 
targeting for both subordinates and their immediate leaders working for the District Secretariat 
Hambantota, Sri Lanka. The District Secretariat Hambantota is a public sector organization located 
in southern part of the country. This is a regional government agency specializing in civil 
administration. As for the samples, I targeted 200 subordinates and 20 leaders in the organization. 
Since the study aims to analyze data in a dyadic relationship, I asked target leaders to answer two 
sheets of questionnaires: i.e., one for their own behaviors and leadership and the other for their 
subordinates performance and behaviors. Target leaders have multiple subordinates, and so the 
leaders were asked to fill out multiple questionnaires according to the number of subordinates. 
Similarly, I asked subordinate participants to answer two different sheets of questionnaires: one for 
their own attitudes and behaviors, the other for their immediate leader’s leadership and behaviors. 
The survey was conducted on April 2016. Below is the detailed information on each of the four 
questionnaires:  
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1. Attitudinal and Behavioral Questionnaires (Subordinate's Self-Rating Form) 
Subordinates self-check their own attitudes and behaviors from that which I planned to 
gauge the level of their extrinsic motivation, intrinsic motivation and job satisfaction. 155 
successful responses were corrected (response rate: 77.5%).  
2. Leadership Questionnaires for Subordinates (Subordinate-Rating Form) 
Subordinates were asked to give their immediate leader’s behaviors. Specifically, 
transformational leadership scales are included in this survey sheets. 155 filled surveys 
were returned (response rate: 77.5 %).  
3. Performance Questionnaires for Leaders (Leader-Rating Form) 
Leaders gave performance ratings for each of their subordinates. Here, in-role job 
performance, innovative-role job performance, and team-role job performance are 
assessed based on the leader’s judgements. 155 filled sheets from 18 leaders were 
corrected (response rate by subordinates: 77.5% and response rate by leaders: 90%).  
4. Leadership Questionnaires for Leaders (Leader-Rating Form) 
Leaders self-check their own leader behaviors. Here, the leader’s version 
transformational leadership items are included. In addition, leaders were asked to rate the 
level of their own extrinsic motivation, intrinsic motivation and job satisfaction. 18 
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leaders returned their filled sheets (90%).  
 
On the whole, 155 subordinates and 18 immediate leaders completed and returned their 
questionnaires. The response rate for subordinates was 77.5% while response rate for leaders was 
90%. The male-to-female-proportion of responded subordinates was 72:83 while that of the 
responded leaders was 15:3. Average ages of subordinates and leaders were 38.4 and 43.7 years, 
respectively. In addition, the average length of service for the current organization was 4.85 years 
for subordinates and 7.72 years for leaders.  
 
 
Section 2. MEASUREMENT INSTRUMENTS  
 
 
3.2.1.  Transformational Leadership (TL)  
Transformational leadership scale was incorporated into both leaders’ self-rating 
questionnaire and subordinates leader rating questionnaire. At that point we could discover how 
leaders rate their transformational leadership style and in the meantime how subordinates rate their 
leaders’ transformational leadership style. This can be identified as differential effect of leadership. 
In this study I have utilized Multifactor Leadership Questionnaire (MLQ) of the Avolio and Bass 
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(2004) to gauge transformational leadership. The original MLQ of Bass (1985) comprised both 
transformational and transactional leaderships, forty-seven items and five point Likert scale. 
However, I have considered each of the four items related with transformational leadership, to be 
specific idealized influence, inspirational motivation, intellectual stimulation, and individual 
consideration. Respectively 8, 4, 4, 4 numbers of questions were given under each item and 
measure each item independently, at long last considered transformational leadership with pertinent 
each of the 20 questions. Response scale was utilized 1 (Not at all) to 7 (Always) in the both 
questionnaires. The Cronbach Alpha for subordinate evaluated transformational leadership 
was .888, while Cronbach' coefficient Alpha for leaders self-rated transformational leadership 
was .936.  
 
 
3.2.1.1. Idealized Influence (IDI)  
To gauge idealized influence, I have adopted four items from MLQ. The sample items 
include: “Talks about his/her most important values and belief” and “Instills pride in me for being 
associated with him/her”. The Cronbach's coefficient alphas for subordinates and leaders were .766 
and .888, respectively.  
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 3.2.1.2  Inspirational Motivation (ISM) 
To measure inspirational motivation, I have adopted four items from MLQ. The sample 
items include: “Talks optimistically about the future” and “Talks enthusiastically, about what needs 
to be accomplished”. The Cronbach's coefficient alphas for subordinates and leaders were .703 
and .866, respectively.  
 
 
3.2.1.3. Intellectual Stimulation (INS) 
To measure intellectual stimulation, I have adopted two items from MLQ. The sample 
items include: “Gets me to look at problems from many different angles” and “Suggests new ways 
of looking at how to complete assignments”. The Cronbach's coefficient alphas for subordinates 
and leaders were .482 and .829, respectively.  
 
 
3.2.1.4. Individual Consideration (INC) 
To evaluate individual consideration I have adopted four items form MLQ. The sample 
items include: “Spends time teaching and coaching” and “Treats me as an individual rather than 
just as a member of a group”. The Cronbach's coefficient alphas for subordinates and leaders 
were .555 and .695 respectively.  
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3.2.2.  Extrinsic Motivation (ExM) 
A single item measure developed by Burgess (2001) and Strauss (1987) was used to 
measure extrinsic motivation. The same item was included in subordinates’ self-rating 
questionnaire and leaders’ self-rating questionnaire. The item describes: "I consider the salary that I 
receive is acceptable". The scale ranges from 1 (Strongly Disagree) to 7 (Strongly Agree).  
 
 
3.2.3. Intrinsic Motivation (InM)  
For the measurement of intrinsic motivation, three items were adopted from Zhang and 
Bartol (2010). Sample items are: “I enjoy finding solutions to complex problems”; “I enjoy creating 
new procedures for work tasks”. The scale was ranged from 1 (Strongly Disagree) to 7 (Strongly 
Agree). Cronbach Alpha of the subordinate’s version was .698 while leaders’ version was.914. 
 
 
 
3.2.4 Job Satisfaction (JS)   
I used three items from Michigan Organizational Assessment Questionnaires (OAQ) of 
Cammann, Fichman, Jenkins and Klesh (1979). Sample items are: “All in all, I’m satisfied with my 
job”; “In general, I don’t like my job (reverse coded)”. The scale ranges from 1 (Strongly Disagree) 
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to 7 (Strongly agree). Cronbach’s Alpha of the leader’s version was .711 and that of subordinate’s 
one was .624. 
  
 
3.2.5. In-Role Job Performance (InRJP)  
I have adopted four items from measurement of Welborne et al (1997). This measurement 
was designed to ask each leader to give performance ratings of a focal subordinate under that leader. 
Thus, the subordinate's in-role job performance was rated by leaders. Sample items are: “Quantity 
of the subordinate’s work output” and “Quality of the subordinate’s work output”. The scale ranges 
from 1 (Needs much Improvement) to 7 (Excellent). Cronbach’s Alpha was .918.  
 
 
3.2.6. Innovative-Role Job Performance (IvRJP)  
To measure innovative-role job performance of subordinates, I used four questions from 
the Scott and Bruce’s (1994) scale on innovative behavior. This was responded by leaders who may 
be the best position to assess subordinates behavioral-level performance. Sample items include: 
“Coming up with new ideas” and “Working to implement new ideas”. Scale ranges from 1 (Needs 
much Improvement) to 7 (Excellent). Cronbach’s Alpha was .901.  
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3.2.7. Team-Role Job Performance (TRJP) 
To measure subordinate’s innovative-role job performance, I have selected four questions 
from the measurement developed by Welborne et al (1997). Again, leaders were asked to provide 
ratings for each subordinate based on the 7 point scale. Sample items include: “Working as part of a 
team or work group”, “Seeking information from others in his/her work group”. The Cronbach’s 
Alpha was .955. 
 
 
3.2.8. Control Variables 
Several demographic variables were controlled for when running hierarchical regression 
analysis. They are: (1) Gender (Male = 0, Female = 1); (2) Marital states (0 = single, 1 = Married); 
(3) Educational Background (0 = Below Ordinary Level, 1 = Ordinary Level, 2 = Advanced 
Level, 3 = Diploma, 4 = Degree, 5 = Post graduate); (4) Position (1 = Lower level 
(Drivers/ Pions), 2 = Employees (Management Assistants/ Development Assistance, 3 =  
Managerial/ Executive level, 4 = Upper level). 
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CHAPTER 4. RESULTS 
 
 
Section 1. CORRELATION ANALYSIS 
I used SPSS software to analyze data to generate correlational coefficients for all 
variables used in the analysis. Table 1 shows the mean, standard deviation, and correlation 
coefficients of all variables. 
 
 
4.1.1 Links among control variables and other variables 
First, correlation among control variables and other variables can be summarized as 
follow. Subordinates’ age is negatively and significantly related to subordinate’s gender (r= -0.19, p 
< .05) while positively and significantly related to subordinate’s tenure (r= 0.48, p < .01), leader’s 
educational qualifications (r= 0.28, p < .01) and leader’s extrinsic motivation (r= 0.18, p < .05). 
According to these results, male subordinates are elder than female subordinates. Interestingly, 
older subordinates tend to report that their immediate leaders are more extrinsic. Furthermore, 
subordinate’s gender has negatively and significantly related to subordinate’s job satisfaction (r= 
-0.18, p < .05) and leader’s extrinsic motivation (r= -0.23, p < .01), while positively and 
significantly related to subordinate’s educational qualification (r= 0.31, p < .01), subordinate’s 
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position (r= 0.19, p < .05), leader’s age (r= 0.33, p < .01), leader’s tenure (r= 0.22, p < .01), 
idealized influence (self-rated by leaders) (r= 0.19, p < .05), inspirational motivation (self-rated by 
leaders)   (r= 0.28, p < .01), individual consideration (self-rated by leaders) (r= 0.26, p < .01), 
overall transformational leadership (self-rated by leaders) (r= 0.22, p < .01) and leader’s job 
satisfaction (r= 0.22, p < .01). These results suggest that male subordinates are more satisfied with 
their jobs than female subordinates, and that female subordinates are more likely to work under the 
leaders self-report high in their transformational leadership. Meanwhile subordinate’s educational 
qualification is negatively and significantly related to subordinates tenure (r= -0.21, p < .05) and 
leaders’ extrinsic motivation (r= -0.2, p < .05) while positively and significantly related to 
subordinate’s position (r= 0.34, p < .01), leaders’ age (r= 0.26, p < .01), leaders’ position (r= 0.18, p 
< .05), idealized influence (self-rated by leaders)(r= 0.39, p < .01), inspirational motivation 
(self-rated by leaders) (r= 0.46, p < .01), individual consideration (self-rated by leaders) (r= 0.39, p 
< .01), overall transformational leadership (self-rated by leaders) (r= 0.41, p < .01) , leader’s job 
satisfaction  (r= 0.29, p < .01), innovative-role job performance (r= 0.18, p < .05), and team-role 
job performance (r= 0.21, p < .05). These results suggest that subordinates with higher education 
qualification tend to perform better in terms of innovative-role as well as team-role job 
performance, both of which are rated by their immediate leaders. Likewise, subordinates position 
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has negative and significant relationship with individual consideration (rated by subordinates)   
(r= -0.17, p < .05). And positively and significantly related to, idealized influence (self- rated by 
leaders) (r= 0.22, p < .01), leaders job satisfaction (r= 0.36, p < .01), innovative-role job 
performance (r= 0.21, p < .01) and team-role job performance (r= 0.16, p < .05). According to these 
results, when subordinate’s position is higher their innovative as well as team role job performance 
also in a higher level. Also subordinate’s tenure negatively and significantly related to subordinate’s 
extrinsic motivation (r= - 0.17, p < .05). And positively and significantly related to, inspirational 
motivation (rated by subordinates) (r= 0.2, p < .05), individual consideration (rated by 
subordinates) (r= 0.18, p < .05) and leader’s extrinsic motivation (r= 0.17, p < .05). Based on these 
results, I can argue that, subordinate’s extrinsic motivation is dramatically decreasing with the 
length of service period in a same organization, further subordinates have a higher extrinsic 
motivation when they join the organization and it is decreasing accordingly with the time. 
Moreover, leader’s age has a negative and significant relationships to leader’s educational 
qualifications (r= -0.41, p < .01) and leader’s extrinsic motivation (r= - 0.25, p < .01). According to 
this leader’s extrinsic motivation is dramatically decreasing with their age further explaining, 
younger leaders are more extrinsically motivated than elder leaders. And younger leaders have 
higher educational qualification than elder leaders. Leaders age has a positive and significant 
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relationship with leader’s tenure (r= 0.74, p < .01), idealized influence (self-rated by leaders) (r= 
0.51, p < .01), inspirational motivation (self-rated by leaders) (r= 0.35, p < .01), intellectual 
stimulation (self-rated by leaders) (r= 0.25, p < .01), individual consideration (self-rated by leaders) 
(r= 0.36, p < .01), overall transformational leadership (self-rated by leaders) (r= 0.44, p < .01) and 
leader’s job satisfaction    (r= 0.6, p < .01). According to these results leader’s transformational 
leadership style is mature with the age. And elderly leaders are more satisfied with their jobs than 
younger leaders. Also leader’s gender is negatively and significantly related to leader’s position         
(r= -0.18, p < .05), while positive and significant relationship with intellectual stimulation 
(self-rated by leaders) (r= 0.2, p < .05), individual consideration (self-rated by leaders) (r= 0.16, p 
< .05), leader’s intrinsic motivation (r= 0.23, p < .01) and team-role job performance (rated by 
leaders) (r= 0.19, p < .05). Based on these results, I can suggest female leaders are more 
intrinsically motivated than male leaders. Also majority of male leaders held higher positions than 
female leaders. Also interesting finding is subordinates team-role job performance is higher under a 
female leader than under a male leader. Secondly leader’s educational qualifications are negatively 
and significantly related to leaders tenure (r= -0.71, p < .01), Idealized Influence (rated by 
subordinates) (r= -0.24, p < .01), inspirational motivation (rated by subordinates) (r= -0.18, p < .05), 
intellectual stimulation (rated by subordinates) (r= -0.21, p < .01), intellectual simulation (self-rated 
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by leaders)(r= -0.32, p < .01), individual consideration (self-rated by leaders) (r= -0.16, p < .05), 
overall transformational leadership (rated by subordinates)  (r= -0.19, p < .05) and overall 
transformational leadership (self-rated by leaders) (r = -0.19, p < .05). And leader’s educational 
qualification is positively and significantly related to leader’s position (r = 0.36, p < .01) and 
Leader's Extrinsic Motivation (r = 0.39, p < .01). According to these results, I can identify higher 
position leaders have higher educational qualifications. Also higher educated leader’s extrinsic 
motivation is higher than lower educated leaders. Despite that leader’s transformational leadership 
style declining with their higher education. Likewise, leader’s position has a negative and 
significant relationship to leader’s tenure (r= -0.27, p < .01), intellectual stimulation (self-rated by 
leaders) (r= -0.19, p < .05) and leaders extrinsic motivation (r= -0.33, p < .01). While leader’s 
position positively and significantly related to idealized influence (self-rated by leaders) (r= 0.26, p 
< .01), inspirational motivation (self-rated by leaders) (r= 0.22, p < .01), in-role job performance 
(rated by leaders) (r= 0.24, p < .01) and innovative role job performance (rated by leaders)(r= 0.27, 
p < .01). Based on these results I can identify higher position leaders less extrinsically motivated 
while lower position leaders extrinsic motivation is rather than high. And interesting finding is 
under a higher position leader subordinates have higher in-role as well as innovative-role job 
performance than under a lower position leader. Finally leader’s tenure is negatively and 
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significantly related to leader's extrinsic motivation (r= -0.23, p < .01), while leader’s tenure 
positively and significantly related to idealized influence (rated by subordinates) (r= 0.17, p < .05), 
idealized influence (self-rated by leaders) (r= 0.41, p < .01), inspirational motivation (self-rated by 
leaders) (r= 0.32, p < .01), intellectual stimulation (self-rated by leaders) (r = 0.29, p < .01), 
individual consideration (self-rated by leaders) (r = 0.42, p < .01), overall transformational 
leadership (self-rated by leaders) (r = 0.43, p < .01), leaders’ intrinsic motivation (r = 0.24, p < .01) 
and leaders’ job satisfaction (r = 0.34, p < .01). According to these results following assumptions 
can be identified. Leader’s extrinsic motivation is declining with the service period of the working 
place. Despite that, the positive side of this correlation is, with the service period of an organization 
leader’s transformational leadership style, intrinsic motivation and job satisfaction are increasing.   
 
 
4.1.2. Relationships among transformational leadership and other variables 
(subordinate's work attitudes, leader's work attitudes and subordinate's job 
performance) 
Further relationships among transformational leadership and other variables are 
considered. I have independently viewed all of the four components of transformational leadership 
rated by subordinate as well as self-rated by leaders idealized influence (rated by subordinates) 
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negatively and significantly related to leader's extrinsic motivation (r = -0.3, p < .01), and idealized 
influence (rated by subordinates) positively and significantly related to inspirational motivation 
(rated by subordinates) (r = 0.77, p < .01), intellectual stimulation (rated by subordinates) (r = 0.64, 
p < .01), individual consideration (rated by subordinates) (r = 0.6, p < .01), overall transformational 
leadership (rated by subordinates) (r = 0.89, p < .01) and subordinate's job satisfaction (r = 0.2, p 
< .01), Based on this results, if subordinate assume their leader act as a role model it will affect to 
enhance respective subordinate’s job satisfaction. Further, idealized influence (self-rated by leaders) 
negatively and significantly related to leader's extrinsic motivation (r = - 0.34, p < .01). Idealized 
Influence (self-rated by leaders) positively and significantly related to inspirational motivation 
(self-rated by leaders) (r = 0.85, p < .01), intellectual stimulation (self-rated by leaders) (r = 0.45, p 
< .01), individual consideration (self-rated by leaders) (r = 0.76, p < .01), overall transformational 
leadership (self-rated by leaders) (r = 0.93, p < .01), leader's job satisfaction (r = 0.69, p < .01) and 
team-role job performance (rated by leaders) (r = 0.24, p < .01). According to these results if leader 
assume he is acting as a role model, it will affect to enhance leaders’ job satisfaction as well as 
respective subordinates’ team-role job performance. Moreover, inspirational motivation (rated by 
subordinates) is negatively and significantly related to leader’s extrinsic motivation. (r = -0.27, 
p< .05), while inspirational motivation (rated by subordinates) is positively and significantly related 
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to intellectual stimulation (rated by subordinates) (r = 0.53, p < .01), individual consideration (rated 
by subordinates) (r = 0.49, p < .01), overall transformational leadership (rated by subordinates) (r = 
0.83, p < .01), subordinate's job satisfaction  (r = 0.2, p < .05) and team-role job performance 
(rated by leaders) (r = 0.16, p < .05). According to above results, if subordinates assume that leader 
is motivating and inspiring them, subordinates’ job satisfaction will increase. Also if subordinate 
assume their leader consider team sprite, subordinates’ team-role job performance will enhance. 
Furthermore, inspirational motivation (self-rated by leaders) has negative and significant 
relationship with leader's extrinsic motivation (r = -0.48, p < .01). And inspirational motivation 
(self-rated by leaders) has positive and significant relationship with intellectual stimulation 
(self-rated by leaders) (r = 0.2, p< .05), individual consideration (self-rated by leaders) (r = 0.89, p 
< .01), overall transformational leadership (self-rated by leaders) (r = 0.9, p < .01), leaders’ job 
satisfaction (r = 0.55, p < .01), in-role job performance (rated by leaders) (r = 0.19, p < .05), 
innovative role job performance (rated by leaders) (r = 0.18, p < .05) and team-role job 
performance (rated by leaders)  (r = 0.23, p < .01). With these results I can expect that, if leader 
assume they are motivating and inspiring their subordinates, promoting team sprite, then leaders 
job satisfaction is increasing. Also subordinates’ in-role, innovative-role and team-role job 
performance will enhance. In addition, Intellectual Stimulation (rated by subordinates) negatively 
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and significantly related to leaders’ extrinsic motivation (r = -0.27, p < .01), intellectual stimulation 
(rated by subordinates) positively and significantly related to individual consideration (rated by 
subordinates) (r = 0.58, p < .01), individual consideration (self-rated by leaders) (r = 0.2, p < .05), 
overall transformational leadership (rated by subordinates) (r = 0.84, p < .01), overall 
transformational leadership (self-rated by leaders) (r = 0.17, p < .05) and subordinate's extrinsic 
motivation (r = 0.19, p < .05). With these results, I can conclude, if subordinates assume their 
leaders are encouraging them to do innovative and creative tasks, then extrinsic motivation of 
subordinate’s will enhance. Regardless, leader’s extrinsic motivation will decrease. Further, 
intellectual stimulation (self-rated by leaders) is negatively and significantly related to leader's 
intrinsic motivation (r =- 0.28, p < .01). While intellectual stimulation (self-rated by leaders) is 
positively and significantly related to individual consideration (self-rated by leaders)            
(r = 0.33, p < .01) and overall transformational leadership (self-rated by leaders) (r = 0.58, p < .01), 
based on this results, I can consider if a leader assume he is encouraging his/her subordinates to do 
innovative and creative task it will affect to increase leaders’ transformational leadership style. 
Moreover individual consideration (rated by subordinates) is negatively and significantly related to 
leader's job satisfaction (r = - 0.2, p < .05). And individual consideration (rated by subordinates) is 
positively and significantly related to individual consideration (self-rated by leaders)           
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(r = 0.17, p < .05), overall transformational leadership (rated by subordinates) (r = 0.8, p < .01), 
subordinate's intrinsic motivation (r = 0.28, p < .01) and subordinates’ job satisfaction              
(r = 0.23, p < .01). According to these findings, I can conclude; if subordinates assume that, their 
leaders pay personal attention on them subordinates intrinsic motivation as well as job satisfaction 
will increase. In addition, individual consideration (self-rated by leaders) is negatively and 
significantly related to leaders’ extrinsic motivation (r = -0.42, p < .01) and leaders’ intrinsic 
motivation (r = -0.16, p < .05). While individual consideration (self-rated by leaders) is positively 
and significantly related to overall transformational leadership (rated by subordinates) (r = 0.19, p 
< .05), overall transformational leadership (self-rated by leaders) (r = 0.91, p < .01), subordinate's 
extrinsic motivation (r = 0.17, p < .05), subordinate's intrinsic motivation (r = 0.18, p < .05), 
leader's job satisfaction (r = 0.44, p < .01), in-role job performance (rated by leaders) (r = 0.17, p 
< .05) and team-role job performance (rated by leaders) (r = 0.2, p < .05). Based on these results, I 
can summarize, if leader assume that they pay personal attention to their subordinates, extrinsic 
motivation and intrinsic motivation of subordinates will enhance, further in-role job performance 
and team-role job performance also will increase. At the same time leader’s job satisfaction also 
increase. Moreover, overall transformational leadership (rated by subordinates) is negatively and 
significantly related to leader's extrinsic motivation (r = -0.27, p < .01). While overall 
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transformational leadership (rated by subordinates) is positively and significantly related to 
subordinates’ intrinsic motivation (r = 0.17, p < .05) and subordinates’ job satisfaction   (r = 0.22, 
p < .01). According to these results, if subordinates assume their leader has transformational 
leadership, subordinates intrinsic motivation and job satisfaction will enhance. Further, overall 
transformational leadership (self-rated by leaders) is negatively and significantly related to leaders’ 
extrinsic motivation (r = -0.36, p < .01) and leader's intrinsic motivation (r = -0.19, p < .05). While 
overall transformational leadership (self-rated by leaders) is positively and significantly related to 
subordinate's intrinsic motivation (r = 0.16, p < .05), leader's job satisfaction (r = 0.56, p < .01) and 
team-role job performance (rated by leaders) (r = 0.24, p < .01). Based on these results I can 
conclude, if leaders believe they have transformational leadership style, leaders’ job satisfaction 
will increase, while subordinates’ intrinsic motivation and team-role job performance also will 
enhance. 
 
 
4.1.3. Links among subordinates work attitudes and other variables 
(leader's work attitudes and subordinate's job performance) 
Thirdly, considered relationship among subordinates’ work attitudes and other variables.  
Likewise, subordinates’ extrinsic motivation has negative relationship with leaders’ extrinsic 
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motivation (r = -0.2, p < .05). Analyzing this result illustrates when leader has higher extrinsic 
motivation subordinate think differently his extrinsic motivation declines, this is an example for 
other way learning. Moreover, subordinates’ intrinsic motivation is positively and significantly 
related to subordinate's job satisfaction (r = 0.25, p < .01). Based on these results I can conclude 
when subordinates’ intrinsic motivation in a higher levels his/ her job satisfaction also enhance. 
 
 
4.1.4. Links between leader's work attitudes and subordinate's job 
performance 
Fourthly, I have analyzed relationship among leader’s work attitudes and other variables. 
In addition, leader's extrinsic motivation is negatively and significantly related to leader's job 
satisfaction (r = -0.26, p < .01), in-role job performance (rated by leaders) (r = -0.4, p < .01), 
innovative-role job performance (rated by leaders) (r = -0.33, p < .01) and team-role job 
performance (rated by leaders) (r =- 0.26, p < .01). According to these results, I can identify, if 
leaders are extrinsically motivated their job satisfaction is declining, while in-role and 
innovative-role job performance of subordinates’ also decreasing. Further, leader's intrinsic 
motivation is positively and significantly related to leader's Job satisfaction (r = 0.24, p < .01). This 
shows if leaders are intrinsically motivated they are satisfied with their jobs. Also leader's job 
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satisfaction is positively and significantly related to subordinate’s in-role job performance (rated by 
leaders) (r = 0.24, p < .01), innovative-role job performance (rated by leaders) (r = 0.18, p < .05) 
and team-role job performance (rated by leaders) (r = 0.26, p < .01). Based on these results I can 
identify when leaders satisfied with their jobs, subordinates in-role, innovative-role and team-role 
job performance will increased. 
 
 
 4.1.4. Relationships among subordinate’s job performance variables 
Finally I have considered relationship among subordinate’s job performance. 
Furthermore, subordinates in-role job performance (rated by leaders) is positively and significantly 
related to subordinate’s innovative-role job performance (rated by leaders) (r = 0.85, p < .01) and 
subordinate’s team-role job performance (r = 0.66, p < .01). According to these results, I can 
identify, when subordinate’s in-role job performance is increasing innovative-role and team-role job 
performance also increasing accordingly. And subordinates innovative-role job performance (rated 
by leaders) is positively and significantly related to subordinate’s team-role job performance     
(r = 0.74, p < .01). According to these results, I can identify, subordinate’s innovative-role job 
performance and team-role job performance are increasing accordingly.  
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Table 1. Mean, Standard Deviation and correlation among variables 
 
 
Variables Mean SD 1 2 3 4 5 6 7 8 9 10
                 Subordinate's Demographic Factors
1 Subordinate's Age 38.14 7.56 1.00
2 Subordinate's Gender .54 .50 -.19 * 1.00
3 Subordinate's Education Qualification 3.19 1.16 -.10 .31 ** 1.00
4 Subordinate's Position 1.95 .22 -.10 .19 * .34 ** 1.00
5 Subordinate's Tenure 4.85 4.54 .48 ** -.05 -.21 * -.10 1.00
6 Leader's Age 43.65 7.41 -.07 .33 ** .26 ** .13 -.11 1.00
7 Leader's Gender .10 .31 .00 .02 .15 -.02 .08 -.07 1.00
8 Leader's Education Qualification 4.23 1.16 .28 ** -.14 .09 .07 .08 -.41 ** .14 1.00
9 Leader's Position 3.23 .42 .14 -.02 .18 * .13 -.06 -.05 -.18 * .36 ** 1.00
10 Leader's Tenure 7.72 9.90 -.12 .22 ** .09 -.06 -.07 .74 ** .13 -.71 ** -.27 ** 1.00
11 Idealized Influence (rated by subordinates) 5.02 1.07 -.05 .06 -.03 -.05 .09 .06 -.08 -.24 ** -.01 .17 *
12 Idealized Influence (self-rated by leaders) 5.52 1.01 .06 .19 * .39 ** .22 ** -.06 .51 ** .06 -.10 .26 ** .41 **
13 Inspirational Motivation (rated by subordinates) 5.41 1.18 .02 .05 -.10 .00 .20 * .02 -.13 -.18 * .04 .09
14 Inspirational Motivation (self-rated by leaders) 5.77 1.17 .00 .28 ** .46 ** .15 -.10 .35 ** .08 -.08 .22 ** .32 **
15 Intellectual Stimulation (rated by subordinates) 4.75 1.33 -.05 .05 .06 -.03 .03 .07 .02 -.21 ** .03 .15
16 Intellectual Stimulation (self-rated by leaders) 5.84 0.94 .02 -.02 .07 -.03 .07 .25 ** .20 * -.32 ** -.19 * .29 **
17 Individual Consideration (rated by subordinates) 3.94 1.16 .02 -.13 .03 -.17 * .18 * -.11 .02 .00 .03 -.04
18 Individual Consideration (self-rated by leaders) 5.77 0.92 .00 .26 ** .39 ** .03 -.06 .36 ** .16 * -.16 * -.01 .42 **
19
Overall Transformational Leadership
(rated by subordinates)
4.78 0.99 -.02 .01 -.01 -.07 .15 .01 -.05 -.19 * .03 .11
20
Overall Transformational Leadership
(self-rated by leaders)
5.72 0.84 .02 .22 ** .41 ** .12 -.05 .44 ** .15 -.19 * .10 .43 **
21 Subordinate's Extrinsic Motivation 4.1 1.86 -.05 .10 .03 -.05 -.17 * .09 -.01 -.11 .04 .13
22 Subordinate's Intrinsic Motivation 5.42 1 -.02 -.08 .15 -.07 .10 -.01 .15 .06 -.04 .01
23 Subordinate's Job Satisfaction 5.87 0.9 -.06 -.18 * -.11 .03 -.07 -.12 -.02 -.07 -.06 .00
24 Leader's Extrinsic Motivation 4.25 2.08 .18 * -.23 ** -.20 * -.15 .17 * -.25 ** .09 .39 ** -.33 ** -.23 **
25 Leader's Intrinsic Motivation 5.78 0.82 .14 -.05 -.13 -.03 .07 -.01 .23 ** .01 .14 .24 **
26 Leader's Job Satisfaction 5.97 1.25 .04 .22 ** .29 ** .36 ** -.13 .60 ** .00 .05 .16 .34 **
27 In-Role Job Performance (rated by leaders) 5.12 0.95 -.05 .13 .14 .11 -.10 .13 -.13 .03 .24 ** -.10
28 Innovative Role Job Performance (rated by leaders) 4.94 0.95 .03 .04 .18 * .21 ** -.10 .06 -.11 .05 .27 ** -.13
29 Team-Role Job Performance (rated by leaders) 5.26 1.07 .08 .05 .21 * .16 * .03 .10 .19 * .06 .15 -.02
Note:  n=155 . Critical values for r as follows: *P<.05 , **P<.01, ***P<.001
Leader's Demographic Factors
                Transformational Leadership
               Subordinate's Work Attitudes
              Leader's Work Attitudes
Subordinate's Job Performance
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Continue…….Table 1. 
 
Variables Mean SD 11 12 13 14 15 16 17 18 19 20
                 Subordinate's Demographic Factors
1 Subordinate's Age 38.14 7.56
2 Subordinate's Gender .54 .50
3 Subordinate's Education Qualification 3.19 1.16
4 Subordinate's Position 1.95 .22
5 Subordinate's Tenure 4.85 4.54
6 Leader's Age 43.65 7.41
7 Leader's Gender .10 .31
8 Leader's Education Qualification 4.23 1.16
9 Leader's Position 3.23 .42
10 Leader's Tenure 7.72 9.90
11 Idealized Influence (rated by subordinates) 5.02 1.07 1.00
12 Idealized Influence (self-rated by leaders) 5.52 1.01 .06 1.00
13 Inspirational Motivation (rated by subordinates) 5.41 1.18 .77 ** .11 1.00
14 Inspirational Motivation (self-rated by leaders) 5.77 1.17 .03 .85 ** .05 1.00
15 Intellectual Stimulation (rated by subordinates) 4.75 1.33 .64 ** .12 .53 ** .15 1.00
16 Intellectual Stimulation (self-rated by leaders) 5.84 0.94 .05 .45 ** .08 .20 * .09 1.00
17 Individual Consideration (rated by subordinates) 3.94 1.16 .60 ** .08 .49 ** .08 .58 ** .11 1.00
18 Individual Consideration (self-rated by leaders) 5.77 0.92 .14 .76 ** .11 .89 ** .20 * .33 ** .17 * 1.00
19
Overall Transformational Leadership
(rated by subordinates)
4.78 0.99 .89 ** .11 .83 ** .10 .84 ** .10 .80 ** .19 * 1.00
20
Overall Transformational Leadership
(self-rated by leaders)
5.72 0.84 .08 .93 ** .10 .90 ** .17 * .58 ** .13 .91 ** .15 1.00
21 Subordinate's Extrinsic Motivation 4.1 1.86 .12 .04 .13 .12 .19 * -.04 .03 .17 * .14 .09
22 Subordinate's Intrinsic Motivation 5.42 1 .07 .12 .13 .14 .10 .10 .28 ** .18 * .17 * .16 *
23 Subordinate's Job Satisfaction 5.87 0.9 .20 * -.07 .20 * -.14 .12 -.03 .23 ** -.09 .22 ** -.10
24 Leader's Extrinsic Motivation 4.25 2.08 -.30 ** -.34 ** -.27 * -.48 ** -.27 ** .09 -.07 -.42 ** -.27 ** -.36 **
25 Leader's Intrinsic Motivation 5.78 0.82 .11 -.04 .06 -.15 .02 -.28 ** -.08 -.16 * .04 -.19 *
26 Leader's Job Satisfaction 5.97 1.25 -.12 .69 ** -.06 .55 ** -.08 .13 -.20 * .44 ** -.14 .56 **
27 In-Role Job Performance (rated by leaders) 5.12 0.95 .10 .13 .11 .19 * .06 -.08 .07 .17 * .10 .13
28 Innovative Role Job Performance (rated by leaders) 4.94 0.95 .11 .13 .13 .18 * .09 -.02 .15 .16 .14 .14
29 Team-Role Job Performance (rated by leaders) 5.26 1.07 .12 .24 ** .16 * .23 ** .10 .12 .13 .20 * .15 .24 **
Note:  n=155 . Critical values for r as follows: *P<.05 , **P<.01, ***P<.001
Leader's Demographic Factors
                Transformational Leadership
               Subordinate's Work Attitudes
              Leader's Work Attitudes
Subordinate's Job Performance
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Continue......Table 1. 
 
Variables Mean SD 21 22 23 24 25 26 27 28 29
                 Subordinate's Demographic Factors
1 Subordinate's Age 38.14 7.56
2 Subordinate's Gender .54 .50
3 Subordinate's Education Qualification 3.19 1.16
4 Subordinate's Position 1.95 .22
5 Subordinate's Tenure 4.85 4.54
6 Leader's Age 43.65 7.41
7 Leader's Gender .10 .31
8 Leader's Education Qualification 4.23 1.16
9 Leader's Position 3.23 .42
10 Leader's Tenure 7.72 9.90
11 Idealized Influence (rated by subordinates) 5.02 1.07
12 Idealized Influence (self-rated by leaders) 5.52 1.01
13 Inspirational Motivation (rated by subordinates) 5.41 1.18
14 Inspirational Motivation (self-rated by leaders) 5.77 1.17
15 Intellectual Stimulation (rated by subordinates) 4.75 1.33
16 Intellectual Stimulation (self-rated by leaders) 5.84 0.94
17 Individual Consideration (rated by subordinates) 3.94 1.16
18 Individual Consideration (self-rated by leaders) 5.77 0.92
19
Overall Transformational Leadership
(rated by subordinates)
4.78 0.99
20
Overall Transformational Leadership
(self-rated by leaders)
5.72 0.84
21 Subordinate's Extrinsic Motivation 4.1 1.86 1.00
22 Subordinate's Intrinsic Motivation 5.42 1 -.10 1.00
23 Subordinate's Job Satisfaction 5.87 0.9 .10 .25 ** 1.00
24 Leader's Extrinsic Motivation 4.25 2.08 -.20 * .03 .05 1.00
25 Leader's Intrinsic Motivation 5.78 0.82 .07 -.12 .11 -.12 1.00
26 Leader's Job Satisfaction 5.97 1.25 .03 -.12 -.09 -.26 ** .24 ** 1.00
27 In-Role Job Performance (rated by leaders) 5.12 0.95 .10 -.09 -.10 -.40 ** -.03 .24 ** 1.00
28 Innovative Role Job Performance (rated by leaders) 4.94 0.95 .10 -.02 -.03 -.33 ** -.07 .18 * .85 ** 1.00
29 Team-Role Job Performance (rated by leaders) 5.26 1.07 .07 -.05 -.06 -.26 ** .01 .26 ** .66 ** .74 ** 1.00
Note:  n=155 . Critical values for r as follows: *P<.05 , **P<.01, ***P<.001
Subordinate's Job Performance
Leader's Demographic Factors
                Transformational Leadership
               Subordinate's Work Attitudes
              Leader's Work Attitudes
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Section 2. TESTING THE HYPOTHESIS 
 
To test the above mentioned hypothesis, I have done a hierarchical regression analysis for 
relevant variables. Table 2 shows the results of hierarchical regression analysis of demographic 
factors of leader's and subordinates, transformational leadership, subordinate's work attitudes, 
leader's work attitudes and subordinate's job performance. Subsequently I have developed a path 
analysis based on the results of regression analysis table. Following Figure 2 demonstrate the path 
analysis of the thesis. 
 
 
4.2.1. The affiliation between leader’s transformational leadership and 
subordinate's work attitudes  
In this analysis as first step subordinate’s demographic details (age, gender, educational 
qualifications, position and tenure) entered to regression equation as independent variables. Next, 
second step, entered leaders demographic details (age, gender, educational qualifications, position 
and tenure) to the regression equation as independent variables. Next, third step, add 
transformational leadership variables which were self-rated by leaders (idealized influence, 
inspirational motivation, intellectual stimulation and individual consideration) also as independent 
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variables to the regression equation. Then subordinates extrinsic motivation was added as 
dependent variable of the regression equation. According to Model 1 of Table 2, individual 
consideration (self-rated by leaders) has a positive and significant relationship to subordinate’s 
extrinsic motivation. (β = .95, P<.05). Therefore this result support to hypothesis1g. While 
independent variables existing, dependent variable was change to subordinate’s intrinsic motivation, 
but no significant relationship was found.  According to these results, it can be noted that, 
hypothesis 1a, hypothesis 1c hypothesis 1e and hypothesis 1h are not supported. Then changed 
dependent variable to job satisfaction. Based on Model 3 of the Table 2, idealized influence 
(self-rated by leaders) has a positive and significant relationship to subordinate’s job satisfaction  
(β = .51, P<.05). This result support to hypothesis 1b. While inspirational motivation (self-rated by 
leaders) has a negative and significant relationship with subordinate’s job satisfaction (β = -.61, 
P<.05). This result is not supported to hypothesis 1d. However no significant relationship was 
found with intellectual stimulation and individual consideration. Therefore hypothesis 1f and 
hypothesis 1i are not supported. Next as fourth Step, transformational leadership variables 
self-rated by leaders removed from independent variables of regression equation and added 
transformational leadership variables which were rated by subordinates. Changed dependent 
variable to subordinate’s extrinsic motivation. No significant relationship was found, and then 
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changed dependent variable to subordinates intrinsic motivation. According to Model 5 of the 
Table 2, individual consideration (rated by subordinates) positively and significantly related to 
subordinate’s intrinsic motivation (β = .24, P<.05). Hypothesis1p is supported to this result. 
However hypothesis 1j, hypothesis 1l and hypothesis 1n are not supported. Then dependent 
variable was changed to subordinates job satisfaction. According to Model 6 of the regression table, 
individual consideration (rated by subordinates) positively and significantly related to subordinate’s 
job satisfaction (β = .18, P<.05). This result support to hypothesis1q. However hypothesis 1k, 
hypothesis 1m and hypothesis 1o are not supported. 
 
 
4.2.2. Relationship between leaders Work Attitudes and Subordinates Work 
Attitudes.  
As Step 5, removed transformational leadership (subordinate rated) from the independent 
variables of regression equation and added leaders work attitudes. For dependent variable changed 
to subordinate’s extrinsic motivation. According to Model 7 of the Table 2, leader’s extrinsic 
motivation negatively and significantly related to subordinate’s extrinsic motivation (β = - .22, 
P<.05). This is not supported to hypothesis 2a. Also hypothesis 2d and hypothesis 2g are not 
supported. Then changed dependent variable to subordinate’s intrinsic motivation while existing 
  
 
 
 
 
 
 
 
- 56 - 
 
independent variables. However there are no significant relationships. Therefore, hypothesis 2b, 
hypothesis 2e and hypothesis 2h are not supported. Then changed dependent variable to 
subordinate’s job satisfaction. However there are no significant relationships. Therefore, hypothesis 
2c, hypothesis 2f and hypothesis 2i are not supported. 
 
4.2.3. Connection between leaders’ transformational leadership and subordinate's 
Work Performance. 
Again I removed leader’s work attitudes from independent variables of regression 
equation and added transformational leadership (self-rated by leaders) variables. Changed 
dependent variable as in-role job performance. According to Model10 of the Ttable2, individual 
consideration (self-rated by leaders) is positively and significantly related to in-role job 
performance (β = .66, P<.01). Regarding this result hypothesis 3c is proved. Then changed 
dependent variable to innovative-role job performance with the existing independent variables. 
According to Model 11 of Table 2, individual consideration (self-rated by leaders) is positively and 
significantly related to innovative-role job performance (β = .68, P<.01). This is supported to 
hypothesis 3d. However hypothesis 3b is not supported. Again changed dependent variable to 
team-role job performance. Didn’t change the independent variables. However no significant 
relationship was found. Hypothesis 3a is not supported.Then changed transformational leadership 
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(self-rated by leaders) from independent variables and added transformational leadership (rated by 
subordinates) variables.  Changed in-role job performance as dependent variable. However no 
significant relationship was found.  Hypothesis 3g is not supported. Then changed dependent 
variable to innovative-role job performance. There are no significant relationships. Hypothesis 3f 
and hypothesis 3h are not supported. Then changed dependent variable to team-role job 
performance. In this case also no significant relationship was found. Hypothesis 3e and hypothesis 
3h are not supported. 
 
 
4.2.4. Link between leader's work attitudes and subordinates work performance  
Again removed transformational leadership (self-rated by leaders) from independent 
variables and added leader’s work attitudes. Changed dependent variable to in-role job performance. 
According to Model 16 of the Table 2, leader’s extrinsic motivation is negatively and significantly 
related to in-role job performance (β = -.72, P<.01). This is supported to Hypothesis 4a. However 
hypothesis 4d and hypothesis 4g are not supported. Then changed dependent variable to innovative 
role job performance. According to Model 17 of the Table 2, leader’s extrinsic motivation is 
negatively related to subordinate’s innovative job performance (β = -.13, P<.05). This result is not 
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supported to hypothesis 4b. Also hypothesis 4e and hypothesis 4h are not supported. Again 
changed dependent variable to team-role job performance without changing independent variables. 
According to Model 18 of the Table 2, leaders job satisfaction is positively and significantly related 
to subordinates team-role job performance (β = .23, P<.05).  This result supported to hypothesis 4i. 
However hypothesis 4c and hypothesis 4f are not supported. 
 
 
4.2.5. Relationship between subordinates work attitudes and job performance 
 
  Final and fifth step, removed leaders’ work attitudes from independent variable and 
added subordinates’ work attitudes variables. Changed dependent variable to in-role job 
performance. No significant relationship was found. Therefore hypothesis 5a, hypothesis 5b and 
hypothesis 5c are not supported. Then changed dependent variable to innovative-role job 
performance. In this case also no significant relationship was found. Therefore hypothesis 5d, 
hypothesis 5e and hypothesis 5f are not supported. At last changed dependent variable to 
team-role job performance. However for this case also no significant relationship was found. 
Therefore hypothesis 5g, hypothesis 5h and hypothesis 5i are not supported. To sum up, there 
are several significant and negative relationships among transformational leadership (self-rated 
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by leaders) and subordinates work attitudes, also leaders work attitudes and subordinate’s work 
attitudes as well as subordinates work performance. Especially leaders’ extrinsic motivation have 
negative and significant relationships with subordinates’ extrinsic motivation, subordinates’ 
in-role as well as innovative role job performance. This reflects subordinates learn something 
from leaders by other way learning. Further if leaders work for money, rewards or any extrinsic 
motives subordinate think it’s not a good behavior and they try not to be like their leader. 
Unfortunately, leaders’ intrinsic motivation neither effect to subordinates work attitudes nor 
effect to work performance. Also leader’s individual consideration has several significant and 
positive relations with subordinate’s work attitudes as well as subordinate’s work performance.    
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Table 2. Result of the hierarchical Regression analysis of demographic factors of leader's and 
subordinates, Transformational Leadership, Subordinate's Work Attitudes, Leader's Work Attitudes 
and Subordinate's Job Performance 
 
β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t
Step 1:  Subordinates Demographic Factors
 Subordinate's Age .02 .02 -.02 .01 -.01 .01 .02 .03 -.01 .01 .00 .01
 Subordinate's Gender .21 .34 -.34 .18 -.24 .17 .33 .34 -.25 .18 -.26 .16
 Subordinate's Education Qualification -.11 .16 .17 .09 * .00 .08 -.02 .16 .19 .08 * -.07 .07
 Subordinate's Position .02 .78 -.53 .41 .29 .38 -.68 .76 -.37 .39 .61 .36
 Subordinate's Tenure -.08 .04 * .04 .02 * -.01 .02 -.09 .04 * .02 .02 -.03 .02
R
2
1
Step 2 :Leader's demographic Factors
 Leader's Age .01 .04 .00 .02 -.03 .02 -.02 .04 .01 .02 -.03 .02
 Leader's Gender .16 .63 .28 .34 .05 .31 .04 .60 .29 .31 -.07 .28
 Leader's Education Qualification -.16 .27 .01 .14 -.16 .13 .02 .23 .06 .12 .00 .11
 Leader's Position .85 .47 -.13 .25 -.05 .23 .23 .41 -.15 .21 -.10 .19
 Leader's Tenure .01 .04 -.01 .02 .00 .02 .03 .04 .00 .02 .02 .02
R
2
2
△R2(1-2)
Step 3:Transformational Leadership (self-rated by
leaders)
Idealized Influence (self-rated by leaders) -.61 .46 .14 .25 .51 .22 *
Inspirational Motivation (self-rated by leaders) -.15 .47 -.14 .25 -.61 .23 *
Intellectual Stimulation (self-rated by leaders) -.06 .27 -.05 .14 -.24 .13
Individual Consideration (self-rated by leaders) .95 .45 * .26 .24 .34 .22
R
2
3
△R2(2-3)
Step 4: :Transformational Leadership (rated by
subordinates)
Idealized Influence (rated by subordinates) -.16 .26 -.20 .13 .00 .12
Inspirational Motivation (rated by  subordinates .25 .21 .17 .11 .11 .10
Intellectual Stimulation (rated by  subordinates) .27 .16 -.03 .08 -.06 .08
Individual Consideration (rated by  subordinates) -.11 .19 .24 .10 * .18 .09 *
R
2
4
△R2(3-4)
Step 5 :Leader's Work Attitudes
Leader's Extrinsic  Motivation
Leader's Intrnsic Motivation
Leader's Job Satisfaction
R
2
5
△R2(4-5)
Step 6 :Subordinate's Work Attitudes
Subordinate's Extrinsic Motivation
Subordinate's Intrinsic Motivation
Subordinate's Job Satisfaction
R
2
6
△R2(5-6)
      Note: R
2
1 , R
2
2 , R
2
3 , R
2
4 , R
2
5 , R
2
6    denote the adjusted R squre generated by the first,second,third,fourth,fifth and sixth-step regressions,
      Critical values for r as follows: *P<.05 , **P<.01, ***P<.001
       resprctevely  △R2(1-2)= R
2
2-R
2
1, △R
2
(2-3)= R
2
3-R
2
2,  △R
2
(3-4)= R
2
4-R
2
3, △R
2
(4-5)= R
2
5-R
2
4, △R
2
(5-6)= R
2
6-R
2
5
Subordinate's Work Attitudes Subordinate's Work Attitudes
.10
.04
.17
.07
.15
.07
.12 .13 .13
.05 .06
.06 .10 .08 .06 .10 .08
.02 .01 .03 .02 .01 .03
.05 .03 .05
.09.05 .09 .06
Subordinate's
Extrinsic
Motivation
Subordinate's
Intrinsic
Motivation
Subordinate's
Job Satisfaction
Subordinate's
Extrinsic
Motivation
Subordinate's
Intrinsic
Motivation
Subordinate's
Job Satisfaction
Model 1 Model 2 Model 3 Model 4 Model 5 Model 6
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Continue......Table 2. 
β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t
Step 1:  Subordinates Demographic Factors
 Subordinate's Age .02 .02 -.02 .01 -.01 .01 .00 .01 .01 .01 .01 .01 .00 .01 .02 .01 .02 .01
 Subordinate's Gender .28 .34 -.35 .18 * -.29 .16 .03 .16 -.14 .16 -.11 .19 .15 .17 -.01 .16 -.07 .19
 Subordinate's Education Qualification -.05 .16 .18 .08 * -.02 .08 -.03 .08 .02 .08 .05 .09 .03 .08 .06 .07 .10 .09
 Subordinate's Position -.42 .79 -.18 .41 .47 .38 .12 .36 .75 .36 * .37 .43 -.02 .37 .58 .36 .40 .41
 Subordinate's Tenure -.08 .04 * .04 .02 -.01 .02 -.01 .02 -.02 .02 .01 .02 -.02 .02 -.03 .02 -.01 .02
R
2
1 * *
Step 2 :Leader's demographic Factors
 Leader's Age -.01 .04 .01 .02 -.02 .02 .07 .02 *** .06 .02 ** .05 .02 * .06 .02 ** .04 .02 * .05 .02 **
 Leader's Gender -.23 .61 .18 .32 -.15 .30 .41 .30 .31 .29 1.17 .35 ** .26 .29 .27 .28 1.23 .33 ***
 Leader's Education Qualification .29 .31 .31 .16 -.08 .15 -.40 .13 ** -.37 .12 ** -.33 .15 * -.24 .11 * -.27 .11 * -.24 .13
 Leader's Position -.19 .49 -.17 .26 -.05 .24 .60 .22 ** .72 .22 ** .34 .26 .44 .20 * .46 .19 * .33 .22
 Leader's Tenure .05 .04 .03 .02 .01 .02 -.09 .02 *** -.07 .02 *** -.07 .02 ** -.06 .02 ** -.05 .02 ** -.05 .02 **
R
2
2 ** ** ** ** **
△R2(1-2) ** * ** ** *
Step 3:Transformational Leadership (self-rated by
leaders)
Idealized Influence (self-rated by leaders) -.02 .21 -.17 .21 .15 .25
Inspirational Motivation (self-rated by leaders) -.27 .22 -.24 .22 -.10 .26
Intellectual Stimulation (self-rated by leaders) -.22 .12 -.09 .12 -.07 .15
Individual Consideration (self-rated by leaders) .66 .21 ** .68 .21 ** .26 .25
R
2
3 *** **
△R2(2-3) **
Step 4: :Transformational Leadership (rated by
subordinates)
Idealized Influence (rated by subordinates) .06 .12 .02 .12 .01 .14
Inspirational Motivation (rated by  subordinates .07 .10 .08 .10 .18 .11
Intellectual Stimulation (rated by  subordinates) -.06 .08 -.07 .08 -.06 .09
Individual Consideration (rated by  subordinates) .06 .09 .15 .09 .08 .10
R
2
4 ** ** **
△R2(3-4)
Step 5 :Leader's Work Attitudes
Leader's Extrinsic  Motivation -.22 .11 * -.07 .06 .03 .05
Leader's Intrnsic Motivation .05 .24 -.17 .12 .14 .12
Leader's Job Satisfaction -.17 .20 -.20 .10 -.03 .10
R
2
5
△R2(4-5)
Step 6 :Subordinate's Work Attitudes
Subordinate's Extrinsic Motivation
Subordinate's Intrinsic Motivation
Subordinate's Job Satisfaction
R
2
6
△R2(5-6)
      Note: R
2
1 , R
2
2 , R
2
3 , R
2
4 , R
2
5 , R
2
6    denote the adjusted R squre generated by the first,second,third,fourth,fifth and sixth-step regressions,
      Critical values for r as follows: *P<.05 , **P<.01, ***P<.001
.09 .15 .09
.03 .05 .01
       resprctevely  △R2(1-2)= R
2
2-R
2
1, △R
2
(2-3)= R
2
3-R
2
2,  △R
2
(3-4)= R
2
4-R
2
3, △R
2
(4-5)= R
2
5-R
2
4, △R
2
(5-6)= R
2
6-R
2
5
.02 .01 .03 .13 .11 .09 .13 .11 .09
.06 .10 .08 .17 .18 .15 .17 .18 .15
.05 .09 .06 .04 .07 .07 .04 .07 .07
Subordinate's Subordinate's Subordinate's In-Role Innovative-Role Team-Role In-Role Innovative-Role Team-Role
Subordinate's Work Attitudes Subordinate's Work Ferformance Subordinate's Work Ferformance
Model 7 Model 8 Model 9 Model 10 Model 11 Model 12 Model 13 Model 14 Model 15
.19 .22 .20
.02 .04 .04
.26 .26 .18
.09 .08 .03
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Continue.........Table 2. 
 
β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t β    (SE) t
Step 1:  Subordinates Demographic Factors
 Subordinate's Age .00 .01 .01 .01 .01 .01 .00 .01 .01 .01 .01 .01
 Subordinate's Gender .06 .15 -.11 .16 -.13 .18 .10 .17 -.07 .16 -.12 .19
 Subordinate's Education Qualification .01 .07 .06 .07 .08 .08 .04 .08 .08 .08 .13 .09
 Subordinate's Position -.34 .36 .31 .37 .01 .42 -.04 .36 .51 .36 .35 .41
 Subordinate's Tenure .00 .02 -.01 .02 .01 .02 -.01 .02 -.01 .02 .01 .02
R
2
1 * *
Step 2 :Leader's demographic Factors
 Leader's Age .04 .02 .02 .02 .02 .02 .06 .02 ** .04 .02 * .05 .02 *
 Leader's Gender .02 .28 .09 .29 1.05 .32 ** .20 .29 .20 .29 1.14 .33 **
 Leader's Education Qualification -.07 .14 -.12 .14 -.18 .16 -.24 .11 * -.27 .11 * -.25 .12
 Leader's Position -.01 .22 .17 .23 .10 .26 .44 .20 * .47 .20 * .37 .22
 Leader's Tenure -.05 .02 ** -.04 .02 * -.04 .02 -.06 .02 ** -.05 .02 ** -.05 .02 *
R
2
2 ＊＊ ** ** ** **
△R2(1-2) ** ** * ** ** *
Step 3:Transformational Leadership (self-rated by
leaders)
Idealized Influence (self-rated by leaders)
Inspirational Motivation (self-rated by leaders)
Intellectual Stimulation (self-rated by leaders)
Individual Consideration (self-rated by leaders)
R
2
3
△R2(2-3)
Step 4: :Transformational Leadership (rated by
subordinates)
Idealized Influence (rated by subordinates)
Inspirational Motivation (rated by  subordinates
Intellectual Stimulation (rated by  subordinates)
Individual Consideration (rated by  subordinates)
R
2
4
△R2(3-4)
Step 5 :Leader's Work Attitudes
Leader's Extrinsic  Motivation -.17 .05 ** -.13 .05 * -.11 .06
Leader's Intrnsic Motivation .02 .11 -.04 .11 -.09 .13
Leader's Job Satisfaction .13 .09 .08 .09 .23 .10 *
R
2
5 *** ***
△R2(4-5) **＊ * **
Step 6 :Subordinate's Work Attitudes
Subordinate's Extrinsic Motivation .05 .04 .05 .04 .04 .05
Subordinate's Intrinsic Motivation -.04 .08 .01 .08 -.09 .09
Subordinate's Job Satisfaction -.04 .09 -.02 .09 .01 .10
R
2
6 ** **
△R2(5-6)
      Note: R
2
1 , R
2
2 , R
2
3 , R
2
4 , R
2
5 , R
2
6    denote the adjusted R squre generated by the first,second,third,fourth,fifth and sixth-step regressions,
      Critical values for r as follows: *P<.05 , **P<.01, ***P<.001
.01 .01 .01
       resprctevely  △R2(1-2)= R
2
2-R
2
1, △R
2
(2-3)= R
2
3-R
2
2,  △R
2
(3-4)= R
2
4-R
2
3, △R
2
(4-5)= R
2
5-R
2
4, △R
2
(5-6)= R
2
6-R
2
5
In-Role Innovative-Role Team-Role In-Role Innovative-Role Team-Role
.04 .07 .07 .04 .07 .07
.28 .23 .22
.18 .19 .17
.11 .05 .07
.17 0.18 .15 .17 .18 .15
.13 .11 .09 .13 .11 .09
Model 16 Model 17 Model 18 Model 19 Model 20 Model 21
Subordinate's Work Ferformance Subordinate's Work Ferformance
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Figure 2. Path diagram on the relations among Transformational leadership, leaders 
work attitudes, subordinate’s work attitudes and subordinates work performance. 
 
Note:    Indicates the positive effect and  indicates negative 
effects   
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CHAPTER 4.  DISCUSSION 
 
Main purpose of this thesis is to find the relationships among leaders’ transformational 
leadership, subordinates’ motivation and performance. I have developed several hypotheses to test 
these relationships. Table 3 shows the summary of hypotheses and findings of the study. 
Specifically, the goal can be subdivided into four parts. First one is, to establish the direct 
relationship between leaders’ transformational leadership rated by leaders as well as subordinates 
and subordinates’ motivation. Second one is to demonstrate the relationship between leaders’ 
motivation and subordinates’ motivation to see the degree of “motivational contagion”. Third one is 
to elucidate the relationship between subordinates’ motivation and performance. The last one is to 
examine the relationship between leaders’ transformational leadership (rated by leaders and by 
subordinates) and subordinates’ multiple work-role performance rated by immediate leaders. 
Relating to the first goal, the results confirmed a relationship between transformational leadership 
(self-rated by leaders) and subordinates work attitudes. However, there were both positive and 
negative relationships depending on the dimensions of transformational leadership. The “negative” 
relationship I found from regression is the “inspirational motivation (self-rated by leaders)” and its 
effects on subordinates’ work attitudes. Specifically, inspirational motivation (self-rated by leaders) 
is negatively and significantly related to subordinate’s job satisfaction. This finding is interesting, 
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given that leaders who perceive that they are “inspirational leaders” by themselves tend to diminish 
their subordinates’ job satisfaction. This may imply that such subordinates (under overconfident 
leaders) tend NOT to see their supervisors as inspirational or effective as their leaders feel, 
lowering the level of subordinates’ job satisfaction at work. On the other hand, I have found 
“positive” relationships between one type of transformational leadership and subordinates’ work 
attitudes and performance. Specifically, leader’s individual consideration (rated by subordinates) 
has significant and positive effects on subordinate’s intrinsic motivation and job satisfaction, while 
leader’s “self-rated” individual consideration has significant and positive influences on 
subordinates’ in-role and innovative-role job performance. This may suggest that leaders’ 
considerations as well as their personal attention to followers’ individual needs and work 
environment drive subordinates to engage in their work itself as well as in their creative process on 
the job, boosting up the level of in-role and innovative performance evaluations by leaders. If 
subordinates think their leaders pay individual attention to them, they (the subordinates) tend to be 
internally motivated and satisfied with their work. When considering relationships among variables, 
I can find there is a significant and negative relationship between leaders work attitudes and 
subordinate’s work attitudes as well as subordinates work performance. Especially leader’s 
extrinsic motivation have negative and significant relationships with subordinates extrinsic 
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motivation, subordinate’s in-role as well as innovative role job performance. This reflects 
subordinates learn something from leaders by other way learning. Further if leaders work for 
money, rewards or any extrinsic motives, subordinate may think it’s not a good behavior and they 
try not to be like their leader. This is an example for other way learning. Also under extrinsic 
motivated leader subordinate’s in-role job performance will decline. Simultaneously, subordinate’s 
innovative-role job performance also will decline. In relation to the second goal of my thesis (i.e., 
work attitudes contagion between leaders and subordinates), results showed little evidence to 
support sets of contagion hypotheses. Leader’s intrinsic motivation had nothing to do with 
subordinates’ work attitudes or work performance. Although the leader’s extrinsic motivation has a 
significant effect on subordinate’s extrinsic motivation, the direction of the effect was “negative”. 
This indicates that subordinates who are under externally-motivated (e.g., money-driven) leaders 
tend to be more internally- or intrinsically motivated (e.g., growth-driven) individuals. One possible 
explanation may be that extrinsically-motivated leaders are viewed as a “negative role model” from 
most of their subordinates, leading such subordinates to behave in an opposite way. 
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5.1. Implications  
The findings of this thesis can be used from top to bottom at government sector of Sri 
Lanka. Top level is at policy decision level while bottom level is organizational or individual levels, 
as there was a fewer previous researches done on this topic. Further, according to these findings 
government organizations can re-exam their attitude on leadership. Following implications can be 
suggested for references. Even there is one negative relationship, transformational leadership has 
more positive effects on subordinate’s work attitudes and subordinates work performance. 
Therefore it can be suggested, transformational leadership is a role model for government sector 
leaders to be practice. This can be done by introducing strategies of transformational leadership to 
government leaders. The most suitable way is starting from the beginning, initial stage can be 
introduced in induction training programs which conducting to newly recruited government leaders, 
then this can be continues at on-the job trainings of government executives. Further, effect of 
transformational leadership to subordinate’s motivation is very important to the organization. 
According to the findings, transformational leadership element, individual consideration has more 
effect on subordinate’s work performance. Especially for innovative-role job performance. This is a 
considerable relationship, as innovative-role job performance is most critical factor. And this factor 
is very important for the future wellbeing and development of the organization. Despite that, 
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leaders should consider the limits of extrinsic motives. When leaders tend to follow money, rewards 
or other extrinsic motives subordinates should learn other way learning and the respect and trust 
towards leaders will decrease. This will badly effect to overall organizational performance.    
Consequently this thesis provide quantitative data of relationships among transformational 
leadership, subordinate’s work attitudes, subordinate’s work performance and leaders work 
attitudes at the District Secretariat, Hambantota, Sri Lanka. Accordingly this will be informative 
for, 
1. Other government organizations willing to increase their employees motivation and 
performance in Sri Lanka 
2. Stake holders and private companies who deal with government organizations 
3. Government training institutes 
4. General public 
5. Employees/ Leaders 
6. Researchers in the field of organizational behavior or leadership  
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Besides, there is another implication for leaders who underestimate their leadership 
styles/ qualities. Leaders can re-exam their leadership style and value of their role. Also they can 
evaluate which leadership style is more effect to enhance their subordinates’ motivation and job 
performance. Accordingly, government training institutes also can refer findings of this thesis to 
update their training curriculums or training needs. Although these results can be used as a bench 
mark or a starting point for future research  
 
 
5.3. Limitations and conclusions.  
The main limitation of this thesis is the sample gathered from only one organization. 
Specific factors relevant to this sample organization can be effect to the results of this thesis thus 
the result can’t be generalized. In the questionnaire survey procedure took more than one month to 
fill the questionnaires, this also may effect to final results. As per within lengthy time period 
employees have opportunity to discuss each other regarding the questionnaire. There is a possibility 
to influence other’s idea for respective answers. It will be more effective to use electronic version 
of questionnaires and ask to fill on the spot or within limited time period. To conclude, the finding 
of this thesis indicate there is significant relationships among 1. transformational leadership and 
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subordinate’s work performance and 2. Transformational leadership and subordinate’s work 
performance 3. Leaders’ extrinsic motivation and subordinate’s extrinsic motivation (negatively). 
Accordingly, to increase subordinate’s work attitudes and work performance, it is important to 
implement transformational leadership strategies. Also this thesis point out a red light to leader’s 
extrinsic motivation. Unfortunately I couldn’t find any relationship of leader’s intrinsic motivation. 
This research may inspire future researchers to pay more attention regarding leader’s intrinsic 
motivation and other issues relating transformational leadership, subordinate’s work attitudes and 
subordinates work performance.  
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Table 3. Summary of hypotheses and findings of the study 
Hypothesis Hypothesized 
directions of 
effects  
Findi
ngs 
H1 Relationship between Leader's Transformational Leadership and Subordinate's Work 
Attitudes  
  
H1a Idealized Influence (self-rated by Leaders)     ――＞    subordinate's intrinsic motivation + NS 
H1b Idealized Influence (self-rated by Leaders)     ――＞    subordinate's job satisfaction + S 
H1c Inspirational motivation (self-rated by leaders)  ――＞   subordinates’ intrinsic motivation + NS 
H1d Inspiration Motivation (self-rated by Leaders)   ――＞   subordinate's job satisfaction + S (n) 
H1e Intelectual stimulation (self-rated by leaders)   ――＞   subordinates’ intrinsic motivation + NS  
H1f Intelectual stimulation (self-rated by leaders)   ――＞    subordinates; job stisfaction + NS  
H1g Individual consideration (self-rated by leaders)   ――＞  subordinate's extrinsic Motivation  + S 
H1h Individual consideration (self-rated by leaders)  ――＞   subordinate's intrinsic motivation  + NS 
H1i Individual consideration (self-rated by leaders)  ――＞   subordinate's job satisfaction + NS 
H1j Idealized influence (rated by subordinates)     ――＞    subordinates’intrinsic motivation + NS 
H1k Idealized influence (rated by subordinates)      ――＞   subordinates’ job satisfaction + NS  
H1l Inspirational motivation (rated by subordinates)  ――＞   subordinates’ intrinsic motivation + NS 
H1m Inspirational motivation (rated by subordinates)  ――＞   subordinates’job satisfaction + NS 
H1n Intelectual stimulation(rated by subordinates;)   ――＞   subordinates; intrinsic motivation + NS 
H1o Intelectual stimulation(rated by subordinates;)   ――＞    subordinates’ job satisfaction + NS 
H1p Individual consideration (rated by subordinates)   ――＞  subordinates’ intrinsic motivation + S 
H1q Individual consideration (rated by subordinates)   ――＞   subordinates’ job satisfaction + S 
H2 Relationship between leaders Work Attitudes and Subordinates Work Attitudes.    
H2a Leader’s extrinsic motivation        ――＞        subordinate’s extrinsic Motivation + S (n) 
H2b Leader’s extrinsic motivation        ――＞        subordinates’ intrinsic Motivation + NS 
H2b Leader’s intrinsic motivation        ――＞         subordinate’s job satisfaction + NS 
H2c Leader’s extrinsic motivation        ――＞         subordinate’s job satisfaction + NS 
H2d Leader’s intrinsic motivation         ――＞        subordinate’s extrinsic motivation + NS 
H2e Leader’s intrinsic motivation         ――＞        subordinate’s intrinsic motivation + NS 
H2f Leader’s intrinsic motivation         ――＞        subordinate’s job satisfaction + NS 
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H2g Leaders’ job satisfaction          ――＞        subordinates’ extrinsic motivation + NS 
H2h Leaders’ job satisfaction          ――＞        subordinates’ intrinsic motivation + NS 
H2i Leaders’ job satisfaction            ――＞           subordinates’ job satisfaction + NS 
H3 Relationship between Leaders Transformational Leadership and subordinate's work 
performance.  
  
H3a Inspirational motivation (self-rated by leaders)   ――＞    subordinate’s team-role JP + NS 
H3b Intelectual stimulation (self-rated by leaders)    ――＞    subordinates innovative-role JP + NS 
H3c Individual consideration ( self-rated by leaders)   ――＞    subordinates in-role JP + S 
H3d Individual consideration (self-rated by leaders)    ――＞   subordinates innovative-role JP + S 
H3e Inspiration Motivation (rated by subordinates)    ――＞    subordinate's team-role JP + NS 
H3f Intellectual stimulation(rated by subordinates)    ――＞  subordinate’s Innovative -role JP + NS 
H3g Individual Consideration self-rated by leaders   ――＞     subordinate’s In-Role JP + NS 
H4 Relationship between leader's Work Attitudes and Subordinates Work Performance    
H4a Leader’s extrinsic motivation         ――＞      subordinate’s in-role JP + S (n) 
H4b Leader’s extrinsic motivation         ――＞         subordinate’s innovative-role JP + S (n) 
H4c Leader’s extrinsic motivation         ――＞        subordinate’s team -role JP + NS 
H4d Leader’s intrinsic motivation         ――＞          subordinate’s in-role JP + NS 
H4e Leader’s intrinsic motivation        ――＞        subordinate’s innovative-role JP + NS 
H4f Leader’s intrinsic motivation         ――＞        subordinate’s team -role JP + NS 
H4g Leader’s job satisfaction           ――＞       subordinate’s in-role JP + NS 
H4h Leader’s job satisfaction            ――＞        subordinate’s innovative-role JP + NS 
H4i Leader’s job satisfaction           ――＞     subordinate’s team-role JP + S 
H5 Link between subordinates work attitudes and subordinates work performance    
H5a subordinates’ extrinsic motivation     ――＞     subordinates in-role JP + NS 
H5b subordinate’s intrinsic motivation     ――＞     subordinates in-role JP + NS  
H5c subordinates’ job satisfaction         ――＞     subordinates in-role JP + NS 
H5d subordinates’ extrinsic motivation      ――＞    subordinates innovative-role JP + NS 
H5e subordinate’s intrinsic motivation     ――＞      subordinates innovative-role JP + NS 
H5f subordinates’ job satisfaction        ――＞       subordinates innovative-role JP + NS 
H5g subordinates’ extrinsic motivation    ――＞       subordinate's team-role JP + NS 
H5h subordinate’s intrinsic motivation    ――＞       subordinate's team-role JP + NS 
H5i subordinates’ job satisfaction       ――＞        subordinate's team-role JP + NS 
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